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ABSTRACT
The purpose of this study was to examine the effects of military deployment or activation
of reserve and National Guard soldiers on civilian employers. Understanding how activation
affects the operations of civilian employers will increase awareness of the effects of labor
stability on organizations. The study utilizes survey methodology to measure changes in
organizational output, customer satisfaction, and employee behavior. In addition, number of
employees supervised, strategies employed to adapt to the effects of activation on operations,
organizational types, and the amount of time required for the organization to return to preactivation levels of performance were measured. The sample was randomly selected from the
Employer Support of the Guard and Reserve (ESGR) database in Louisiana.
The conclusion of this study is that the majority of organizations were not affected by
activation. The distribution of strategies to adapt to the absence of the reserve employee was not
independent from the organization type transportation and material moving. The strategy most
used by respondents in the transportation and material moving sector to cope with the loss of the
reserve employee was overtime, the second most used strategy was increasing employee
workload without adding additional hours worked. The strategy least used by respondents in the
transportation and material moving industry sector was reducing the organization’s output.
Finally, the strategy using contract labor was found not to be independent of the number of
months required to return to a normal level of performance.
Government agencies may use the information from this research to formulate policies to
counter the effects of activation on the minority of organizations affected by activation. In
addition, the results from this study may enable human resource practitioners to create overtime
and work load polices to counter the effects that employee absences have on organizations. The

vii

results from this study ran counter to past research on employee turnover and organizational
performance, as well as recent research performed on troop activation and organizational
performance. Finally, the study highlights the need for further research in the area of troop
activation by exploring divergent and often conflicting views in the current literature.
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CHAPTER 1: INTRODUCTION
Statement of the Problem
Since September 11, 2001, guard and reserve activations have increased over 400 %
(U.S. Department of Defense (DOD), 2004), while terrorist attacks worldwide have increased
from only four in 2003 to 14,594 in 2007 (National Counter Terrorism Center, 2008). The U.S.
continues to rely heavily on military reserves to meet the demand for military personnel
(Commission on the National Guard and Reserves, 2007; Hartley & Sandler, 1995; Scott, 2001).
Finally, military sources maintain that the cooperation of civilian employers is essential to the
missions on the war against terror (Daywalt & Herman, 2006; Scott, 2001).
The activation of reserve employees has increased in both duration and frequency, yet
organizational capacity to respond to employee loss due to activation of a reserve employee is
restricted by law (Forte, 2007). Reservists hold positions that are critical to a civilian employer’s
operations (French & Wolfe, 2008; Palmer, 2005); as a result, when reservists are activated, the
effect on the civilian employer is profound (Commission on the National Guard and Reserves,
2007; Gotz, 2003; Kirby & Naftel, 2000; Scott, 2001). In addition, past studies on the causes of
turnover indicate that more research should be performed on the effects of turnover from the
organization’s perspective (Hutchinson, Villalobos, & Beruvides, 1997; Staw, 1980).
Understanding how activation affects the operations of civilian employers will increase
awareness of the effects of labor stability on organizations. Targeting a specific turnover
phenomenon is consistent with Baysinger and Abelson’s (1984) suggestion that “…statistically
significant deviations from the optimum rate of turnover….” should be researched (p. 340).
Moreover, Gotz (2003) calls for more research to statistically measure the effects of reserve
participation on the civilian employer. Therefore, by removing the covariate optimum turnover,
1

which is influenced by organizational policies and culture, and concentrating on absences that
result from activation, the true effect of turnover operationalized as activation may be measured.
When an organization loses reserve employees due to activation, the organization must adapt to
the loss of the employee. Activation also differs from other types of turnover or measures of
labor stability due to certain negative externalities resulting from activation that do not result
from other types of turnover (Forte, 2007). For instance, if a non-reserve employee resigns, the
organization can find a replacement in a labor market that with few exceptions is free from
government intervention. This means that the organization can negotiate salaries and benefits,
hire skilled employees, require that employees follow the organization’s absence and sick leave
policies, terminate the employees’ employment at will or with just cause, and assure that both the
employer and the employee have equal standing in legal disputes.
Conversely, civilian employers of reservists are required by law to incur costs that the
remainder of society does not incur. These negative externalities are manifested in the
requirements that a) civilian employers train returning reservists at the employer’s cost; b) the
employer cannot replace the reservist with another employee or eliminate the reservist’s job
except in rare circumstances, c) the reservist can be activated without notice, and d) the employer
bears the burden of proof in any disputes involving the reservist’s employment. These negative
externalities result from the civilian employer’s legal obligation to accommodate the legal status
of the reservist and at the same time compete in a free market society without recompense for the
additional costs incurred by the civilian employer as a result of activation.
The literature has generally focused on the determinants of turnover from the employee’s
perspective, rather than effects on the organization (Glebbeek & Bax, 2004; Grinyer &
Singleton, 2000; Hansen, 2000; Hutchinson et al., 1997; Staw, 1980; Steers & Rhodes, 1978).
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This is problematic for two reasons: First, this approach restricts research to describing factors,
which cause turnover, such as behavioral concerns, without expanding research to explore the
effects of turnover on the dependent variable, organizational performance. Unless researchers
link cause and effect (i.e., the independent variable turnover to the variance in the dependent
variable organizational performance), they will be unable to explain the relationship between
employee turnover and organizational performance (Glebbeek & Bax, 2004). Second, the
inability to explain the relationship between turnover and organizational performance confounds
researchers’ attempts to construct a theory to explain the effects of turnover on organizational
performance (Morrow & McElroy, 2007).
Turnover is defined as an intra-organizational and extra-organizational employee
movement which occurs due to downsizing, termination of employment, and transfers; such
actions affect organizational operations in a material fashion (Abelson & Baysinger, 1984;
Droege & Hoobler, 2003; Hom, Katerberg, Hulin, 1979; Hopkins & Weathington, 2006; Ruby,
2002;). In addition, Dalton, Todor, and Krackhardt (1982) stated that turnover has both
functional and dysfunctional implications for organizations depending upon the value of the
resource. However, recent research on activation indicates a dysfunctional effect on civilian
employer operations (Allison-Aipa, De La Rosa, Stetz, & Castro, 2005; Commission on the
National Guard and Reserves, 2007; Grissmer, Kirby, & Sze, 1992; Scott, 2001; Settle, 2006).
Recent research on the activation phenomenon focuses on the effects of activation on
reservists and their families (Daywalt & Herman, 2006; Harrington & Harrigan, 2006; Kirby &
Naftel, 2000; Kondrasuk, 2004; Palmer, 2005). Although this research highlights the effects of
activation at a personal and familial level, the studies do not address the impact on organizations
that employ reservists. As a result, the need for increased attention at the employer level is
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required (Allison-Aipa et al., 2005; Gotz, 2003; Hickman, 2006; Loughran, Klerman, Savych,
2006; Scott, 2001; Settle, 2006).
In a 2006 study, Loughran et al. highlighted the importance of researching the effect of
activation on organizations by measuring employment trends in various county agencies. What
they found was a 1:1 ratio decline in civilian employment to reserve employee activation within
the month of activation. The authors continued to track the employment data until employment
returned to pre-activation levels and found that four months after activation employment returned
to normal. What this data suggests is that civilian employers filled all of the positions left vacant
by the reservists within four months after the employee was activated. In addition, Morrow and
McElroy (2007) found a negative correlation between voluntary turnover and profitability (r = .61, p < .01), turnover and customer satisfaction (r = -.64, p <.01), and a positive correlation
between turnover and costs (r = .50, p <.01), N = 31. Thus, what the Morrow and McElroy
(2007) study and the Loughran et al.(2006) study indicate is that a) positions left vacant by
reservists are being filled within four months after activation; b) the positions held by the
reservists are important to the employers; and that c) turnover has deleterious effects on
organizational performance. Table 1 lists various civilian occupations held by self-employed
reservists.
Finally, Ruby (2002) stated that turnover includes both external and internal movement
of employees to and from the organization. Further, Loughran et al. (2006) described the
movement of activated reservists out of the organization and replacement employees into the
organization as consistent with Ruby’s definition of turnover. Therefore, a study on the effects of
the absence of reserve employees on civilian employer operations is consistent with a study on
employee turnover.
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Need for the Study
Current literature does not adequately address the effects of activation on organizational
performance (Allison-Aipa et al., 2005; Congressional Budget Office (CBO), 2005; Daywalt &
Herman, 2006; D. O. D., 2004; Doyle, Gotz, Singer, & Tyson, 2004; Forte, 2007; French &
Wolfe, 2002; General Accounting Office (GAO), 2002; Golding, 2007; Gotz, 2003; Hickman,
2006; Kondrasuk, 2004; Loughran et al., 2006; Settle, 2006).
Table 1. Occupations of Employed Reservists by Occupational Group
Occupational Group Description
#
%
Management
3,635
15.2
Construction And Extraction
3,082
12.9
Healthcare, Practitioners, And Technical
2,261
9.5
Sales And Related
2,046
8.6
Installation Maintenance And Repair
1,762
7.4
Business and Financial Operations
1,474
6.2
Legal
1,205
5.0
Protective Service
1,169
4.9
Transportation And Material Moving
967
4.0
Arts, Design, Entertainment, Sports, and Media
794
3.3
Computer And Mathematical
649
2.7
Architecture And Engineering
617
2.6
Production
578
2.4
Community And Social Services
564
2.4
Building Grounds Cleaning And Maintenance
466
2.0
Office and Administrative Support
463
2.0
Personal Care And Service
454
1.9
Education, Training, And Library
450
1.9
Farming Fishing And Forestry
446
1.9
Food Preparation And Serving Related
269
1.1
Healthcare Support
232
1.0
Life, Physical, And Social Science
207
0.9
Unknown
81
0.2
Total
23,871
100
Note. Data in table derived from Table 9 of the 2007 General Accounting Office study.
Moreover, the strategies employed by organizations to adapt to the loss of the reserve
employee is also an area requiring study. Finally, while turnover can be functional or
5

dysfunctional, extant literature seems to indicate that the effects of activation have a
dysfunctional effect on organizational performance (Commission on the National Guard and
Reserves, 2007). However, empirical studies to support this tenet are limited.
Purpose of the Study
The purpose of this study was to examine the effects of deployment on organizational
operations. Describing the effect of activation on an organization’s operations may increase
awareness about the effects of labor stability in organizations.
Abelson and Baysinger (1984) stated that the effects of turnover in organizations should
be measured by incorporating a “…statistically significant…” measure of the turnover construct
(p. 340). In their 2007 study, Morrow and McElroy chose to study voluntary turnover as opposed
to other forms of turnover, because voluntary turnover had the most dysfunctional effect on
organizational performance.
Activation provides a measure of turnover consistent with both studies, because it has the
potential to impact organizational performance and is significantly different from other forms of
turnover. Specifically, parameters that differentiate activation from other forms of turnover are
the protected status of reservists, the frequency and duration of deployments, the increased use of
reservists in military operations, and the lack of advance warning of deployments.
Thus, by removing the confounding effects of extraneous turnover variables on
organizational performance and concentrating on a specific turnover construct—in this case,
activation— the specific effects of activation on the organization’s performance can be
measured. This is consistent with other research which measured specific types of turnover, such
as which employees left the organization and which departments had the highest rate of turnover
(Dalton, Krackhardt, & Porter, 1981; Evans, 2006).
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Objectives
Specific objectives for the study are:
1.

Describe employers of reservists in regard to the following characteristics:
a.

Number of employees supervised by the respondent, measured by average annual
headcount

b.

Organization type using six descriptors: transportation and material moving;
management, professional, or related occupation; service sector; sales and office
administration; construction, extraction, and maintenance; and farming, forestry,
and fishing.

c.

Length of time measured in months to bring the organization’s operations back to
a pre-activation level of performance, as perceived by the respondent.

d.

Strategy incorporated by the organization to adapt to the absence of the reserve
employee, using eight descriptors: use overtime (require employees to work
additional hours), use temporary full time employment supplied by an agency, use
parttime employment (students, temporary agency), hire a full time replacement
employee, reduce the organizations output, increase employee workload without
adding hours worked, use contract labor (outside independent business), automate
the job or employ new technology, and one open response supplied by the
respondent.

2.

Describe the effects of activation as perceived by the respondent on changes in customer
satisfaction by comparing researcher-selected measures of pre-activation to postactivation levels of customer satisfaction. These measures were the respondent’s
customer complaints, customer compensation for inferior service, number of times the
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same customer had to receive additional services or product replacements due to poor
quality, change in the size of the customer population served by the organization, rate at
which the organization gained and lost customers, training in customer satisfaction, and
overall quality of the civilian employers output.
3.

Describe the effects of activation as perceived by the respondent on changes in employee
behavior by comparing researcher-selected measures of pre-activation to postactivation levels of employee behavior. These measures included overall employee
behavior, number of employee resignations, number of employee absences, tardy
behavior, team efforts, and employee satisfaction

4.

Describe the perceived effects of activation on changes in product or service output by
comparing researcher-selected measures of pre-activation to post-activation levels of
product or service output. These measures were output volume, level of employee effort ,
number of work schedule changes, amount of training on process efficiency, and the
number of late product or service deliveries.

5.

Determine if a relationship exists between organizational types as indicated by the
respondent, using the instrument-supplied descriptors and the strategy employed by the
organization to adapt to the loss of the reservist.

6.

Determine if a relationship exists between the time (measured in months) required to
bring the organization’s operations back to a pre-activation level of performance and the
strategy employed by the organization to adapt to the loss of the reservist.
Significance of the Study
This study will add to the scant body of knowledge and literature in the area of reserve

employee absence resulting from activation and its effect on the civilian employer’s operations.
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In addition, the study is also consistent with the many calls for further research on the effects of
dysfunctional turnover on organizational operations.
Correlation of descriptive information on organizations with adaptive strategies provides
information useful to industry captains and government officials. Such information informs and
may assist in establishing industry-specific policies to prevent the adverse effects of reserve
employee absence on organizational operations. Moreover, correlating specific strategies to a
pre-activation level of operational performance provides decision makers with a useable tool to
reduce organizational downtime due to the loss of the reserve employee.
The findings from this study should lead to suggestions for strategies to be employed by
organizations to prevent a loss in productivity resulting from the absence of the reserve
employee. Moreover, government officials may use the data to target employers who are most
adversely affected by the loss of the reservist. Finally, measures of organizational operation will
provide a first-time description of the effects that the loss of the reserve employee has on the
organization from the perspective of volume of output, customer satisfaction, employee
behavior, and organizational strategies.
Moreover, military recruitment is affected in part by the support that reservists receive
from their family and employers. If civilian employer operations are adversely affected by the
loss of the reservists, and businesses are unable to adapt to that loss, then support for the
reservists and the military intervention will wane. If reserve recruitment is adversely affected,
then the ability of the full time active military to depend upon the reserve forces during times of
crises may suffer.
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Definition of Terms
Employment – or benefit of employment was defined in USERRA as:
. . . includes advantages, profits, privilege, gain, status, account, rights and benefits under
a pension and/or a health plan, employee stock ownership plan, insurance coverage and
awards, bonuses, severance pay, supplemental unemployment benefits, vacations, interest
that accrues by reason of employment, and the opportunity to select work hours or
location of employment (USERRA, 1994, § 4303, part 2).
Escalator Principle – The escalator principle was defined in USERRA as:
…the employee is entitled to reemployment in the job position that he or she would have
attained with reasonable certainty if not for the absence due to uniformed service. This
position is known as the escalator position. The principle behind the escalator position is
that, if not for the period of uniformed service, the employee could have been promoted
(or alternatively, demoted, transferred, or laid off) due to intervening events. The
escalator principle requires that the employee be reemployed in a position that reflects
with reasonable certainty the pay, benefits, seniority, and other job requisites that he or
she would have attained if not for the period of service. Depending upon the specific
circumstances the employer may have the option, or be required, to reemploy the
employee in a position other than the escalator position (USERRA, 1994, Sec. 1002.191).
In all cases, the starting point for determining the proper reemployment position is the
escalator position, which is the job position that the employee would have attained if his
or her continuous employment had not been interrupted due to uniformed service. The
reemployment position may be either the escalator position; the pre-service position; a
position comparable to the escalator or pre-service position; or, the nearest approximation
to one of these positions (USERRA, 1994, Sec. 1002.192).
The reemployment position includes the seniority, status, and rate of pay that an
employee would ordinarily have attained in that position given his or her job history,
including prospects for future earnings and advancements. The employer must determine
the seniority rights, status, and rate of pay as though the employee had been continuously
employed during the period of service. The seniority rights, status, and pay of an
employment position include those established (or changed) by a collective bargaining
agreement, employer policy, or employment practice. The sources of seniority rights,
status, and pay include agreements, polices, and practices in effect at the beginning of the
employee’s service, and any changes that may have occurred during the period of service.
In particular, the employee’s status in the employment position could include
opportunities for advancement, general working conditions, job location, shift
assignment, rank, responsibility, and geographical location (USERRA, 1994, Sec.
1002.193).
10

Deployment, mobilization, and activation - used interchangeably to refer to the act of
removing the employee from a civilian job to participate in a military intervention. For
example, military intervention may include extended training exercises prior to
activation, responding to a natural disaster, and a military exercise.
Dysfunctional turnover – the effect on an organization when a valued employee leaves the
organization (Dalton et al., 1982).
Functional turnover – the effect on an organization when a non-valued employee leaves the
organization (Dalton et al., 1982).
Human Capital – human capital is the inherent, creative synergy that results from interrelations
occurring among individuals with whom employees communicate (Burt, 1992).
Human Resources (HR) – individual employees, together with the applicable knowledge and
skill these employees provide to the employer.
Immediate supervisor – an immediate supervisor is an individual whose name appears on the
reservist’s performance evaluation as supervisor or manager.
Normal Performance – the performance of the organization as perceived by the respondent
during the time that the reserve employee is working in their normal job function
Organization – the functional unit that employs the reservist; this may include a contractor
working on a customer’s site, a department within an organization, or the organization
itself.
Organization Type – defined by the researcher using the Standard Occupational Classification
(U.S. Census Bureau, 2003)
Construction, extraction, and maintenance – includes construction and extraction; installation,
maintenance, and repair; and building and grounds cleaning, and maintenance operations.
11

Farming, forestry, and fishing – includes farming, fishing, and forestry occupations.
Management, professional, and related – includes management; business and financial;
computer and mathematical; architecture and engineering; life, physical science;
education, training, and library occupations; health care practitioners and technical
operations; legal; and social science; arts, entertainment, design, sports, and media
occupations.
Production transportation and material moving – includes production, transportation, and
material moving occupations.
Respondent – includes respondents contacted by telephone who were familiar with the effect
that the absence of the reserve employee had on the organization’s operations. These
individuals may include the reserve employee’s supervisor, an HR manager, or any line
manager within the organization who was aware of the effect that activation had on the
organizations operations.
Sales and office – includes sales and related occupations and office and administrative support.
Service – includes community and social services; health care support; protective service; food
preparation and serving related; personal care and service; and military specific
occupations.
Reservist - the term reservist is inclusive of all military personnel, regardless of specific duty.
Thus, reservist includes members of the National Guard, Army, Air Force, Marine, Naval
Reserve, Coast Guard, and all reserve components (RC).
Screening – a device used by employers to differentiate between candidates who will and will
not be chosen for employment. In this study, involvement in the military is the screening
device employed (Daywalt & Herman, 2006).
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Slack Resources – under utilized assets, the definition relates primarily to expansion of the tasks
of existing HR to compensate for the loss of a reserve employee (Scott, 2001).
Spatial Effects – refers to how individual perceptions are formed, based on positioning within
an organization. For example, front line supervisors perceive differently the effects that
activation has on the organization, as compared to the perceptions of executive officers.
The differences in perception affect the adaptive response employed by those who make
decisions in the organization toward accommodating the loss of the reserve employee.

13

CHAPTER 2: REVIEW OF THE LITERATURE
Introduction
Chapter Two starts with the resource-based view (RBV) of the firm as the theoretical
foundation for the study. Literature on the resource-based view of the firm argues that activation
of reserve employees adversely affects an organization’s resource mix by removing the reserve
employee from the organization (Allison-Aipa et al., 2005; Barney, 1991; Penrose 1959).
The review of literature also will provide an overview of those antecedents that affect the
organization prior to activation. This includes the labor market, which affects the organization’s
ability to hire employees. Additionally, the review addresses the effects of the number of
activations (frequency) and the length (duration) of the activation.
Next, the chapter will highlight how current literature describes the effects that activation
has on the organization’s operations. The effect of activation on organizational operations was
explored relative to the organization’s output, customer satisfaction, employee behavior, and the
strategies employed by the organization to cope with the effects of activation.
In addition, the role of human resource (HR) management relative to the effects of
activation on the RBV will be considered. Finally, this chapter will explore how the
organization’s strategies and operations are affected by activation and how the legal protections
afforded reservists under the Uniform Services Employment and Reemployment Act of 1994
(USERRA, 1994) restrict the strategic options for the civilian employer (Forte, 2007).
The effect of activation on civilian employer operations provides a vantage point from
which to observe the effects of turnover on the organization. Therefore, this chapter will explore
the impact of reserve activation on organizations, thereby assisting practitioners, business
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owners, and governmental officials in the creation of policies aimed at alleviating the effects of
activation on civilian employers.
From a theoretical perspective, this paper aims to not only describe the antecedents of
turnover but also assist in building a theory to describe turnover. It is not sufficient in building
theory to describe the antecedent of turnover; researchers must also measure the variance caused
by the independent variable turnover on the dependent variable organizational operations
(Glebbeek & Bax, 2004).
Historically, a barrier to the study of organizational turnover involved an inability to
separate an organization’s functional or optimum turnover from other statistically significant
forms of turnover, which adversely affect an organization’s operations (Abelson & Baysinger,
1984). Differentiating between functional and dysfunctional turnover would allow researchers a
measurement of the relationship between the independent variable of turnover, operationalized as
activation, and the dependent variable organizational performance.
Differentiating between optimum turnover and dysfunctional forms of turnover such as
activation would enable research into the effects of turnover on the organization. Therefore,
since activation is a completely unrelated event, separate from other forms of turnover and
unaffected by the organization’s operations or policies, deployment of a reserve employee fulfills
Abelson and Baysinger’s (1984) requirement of a statistically different form of turnover.
The Theoretical Foundation for the Study
The Resource Based View (RBV) of the organization is a theoretical concept that
explains in part why organizations require resources to operate. Barney (1991) maintained that
resources must be valuable, rare, inimitable, and non-substitutable. The premise for the RBV is
that those organizations that acquire the resources that meet Barney’s four requirements will
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have an advantage to compete effectively in the market over those organizations that cannot
acquire the requisite resources. The inability to compete effectively will result in the eventual
demise of those firms that are resource poor. In addition, not only are resources important to an
organization’s survival, but also interaction between the resources must be considered as well
(Helfat & Peteraf, 2003; Penrose, 1959; Teece, Pisano, & Shuen, 1997). Thus, what these
authors suggest is that it is not enough to acquire resources; the organization must also
understand how to apply the resources in order to maximize the firms output efficiencies.
Resource application requires human input. Therefore, research on the effect of losing an HR
may pose the argument that loss of an HR (e.g., a reserve employee) constitutes a potential threat
to the survival of the organization.
The RBV of the organization significantly influences current understanding of how
organizations function. Therefore, the RBV of an organization figures heavily in this study.
Specifically, organizations will go to great lengths to obtain and retain resources, particularly HR
(Conner & Prahalad, 1996). To explain the impact that resources have on the cost structure of an
organization, theorists have derived the RBV to provide a rationale as to why organizations
invest so heavily in all resources, including HR (Penrose, 1959). Moreover, the mix of human
and non-human resources is also a non-imitable asset in that each organization develops a unique
capital structure in order to compete in the market place.
The RBV of an organization provides a viewpoint from which to explore the effects of
activation on the organization, particularly in light of laws that restrict the organization’s
capacity to adapt to the loss of an activated employee. Moreover, the loss of the resource does
not occur in a vacuum, but also affects the relationships of the remaining employees in the
organization. Not only is the individual inimitable, but the synergy created from the relationships
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between employees, the interactions between the employees and customers, and the
organization’s capital, are also inimitable (Penrose, 1959).
Within the constraints of economies and time, certain resources may be rare, nonimitable, and non-transferable (Barney, 1991). Resources, which are non-transferable and nonimitable, are resources that cannot be immediately replaced by similar resources. Thus, an
organization cannot replace a deployed employee with a temporary employee and expect an
immediate, positive return on investment. In fact, Doyle et al. (2004) found that replacements for
reservists do not return an organization to its pre-activation level of performance. This cost,
together with lost-opportunity costs that result from searching for and training replacements, has
an adverse effect on the organization’s bottom line (Golding, 2007; Settle, 2006).
According to Becker, Huselid, Pickus, and Spratt (1997), organizational performance
capabilities reside within the HR of an organization. Human capital includes employee
relationships that are requisite to the organization’s performance. Reed, Lubatkin, and Srinivasan
(2006) also supported the tenet that an organization’s interactions present a resource that is
unique and non-imitable. The organization’s ability to compete affects its ability to survive
within the constraints of macroeconomic forces that are beyond the organization’s control. In
support of the importance of human capital to performance, Reed et al. (2006) found a positive
correlation between human capital and interest income for commercial banks (r = 0.23, p <
0.05). The results from this study came from a sample of 123 commercial banks located in the
northeast United States, using the Federal Deposit Insurance Corporation (FDIC) call list as a
frame. Finally, Reed et al. (2006) underscored a study by Schein (1990), asserting that employee
competence, in conjunction with an organizational social network, tends to create a climate for
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learning and adaptation that enables organizations to not only take advantage of opportunities,
but also to avoid threats.
Thus, activation of reserve employees removes a valuable resource from the civilian
employer, not easily replaced due to the inimitability of the resource. Moreover, costs associated
with searching and training replacement employees tends to detract from the company’s pursuit
of profits, which affects the organizations ability to accumulate wealth and resources necessary
for survival (Daywalt & Herman, 2006; Golding, 2007; Settle, 2006). Finally, organizations that
do not employ reservists are not affected by activation and do not incur the costs of activation.
Extra-Organizational Issues
Negative Externalities: A Macro-Economic View of Activation
The inability to pass the cost of activation to the rest of society creates negative
externalities. That is, society places an unfair burden on a few, (e.g., the civilian employers of
reservists) while the remainder of society has no such burden (Doyle et al., 2004). Specifically,
those organizations that do not incur the cost of activation do not have to recover the additional
cost of activation by increasing prices or lowering costs. The net effect is that civilian employers
of reservists must increase prices or lower costs to recoup the additional costs incurred as a result
of activation.
Thus, organizations that incur no costs of activation, yet enjoy the protection provided by
the military, receive the benefits of military protection without incurring the costs associated
with the protection. According to Skipper and Kwon (2007), the existence of negative
externalities and free riders indicates an economic imbalance. This scenario occurs when
organizations experience an economic burden (negative externality), while organizations with no
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employed reservists are exempt from the costs of national security by military intervention (free
ride). This increase in costs may reduce a civilian employer’s ability to compete for resources.
Finally, Kopelman, Brief, and Guzzo (1990) stated, “We suggest that societal differences
may have a greater impact than organizational differences in determining the nature of a given
organization’s human resource practices” (p. 290). Thus, one would expect organizations to
behave in a similar fashion over time, when faced with social phenomena such as the activation
of reserve troops, as opposed to an industry-wide phenomenon or organizationally unique
phenomenon.
However, regardless of whether the motivator is social or peculiar to the organization, the
adaptive response to the loss of a reserve employee is reflected by an increased demand on
organizational resources. Support for this is found in the diversity of studies that support both the
increased demand on organizational resources due to activation and describe various
organizational responses. A sampling of these studies includes:
•

the 2007 Hearing on Employer and Family Support which consisted of a panel of six civilian
employers, including one state agency, two small businesses that employed less than 20
employees, and two larger organizations

•

the 2003 Cybernetica Consulting, Inc. study which consisted of 212 respondents from 183
civilian employers of reservists

•

the 2004 Doyle et al. study which consisted of interviews with eight organizations that
received Military Reservist Economic Impact Disaster Loans

•

the 2006 Loughran et al. study which consisted of observations over the course of 47 months
on the hiring practices of 3,137 county agencies affected by activation
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The Legal Environment of Activation
An organization must contend with deployment of reserve employees as a singular threat
to human capital. Moreover, given the legal constraints that impede an organization’s options to
adapt in the event a valued employee is deployed, it behooves organization management to
formulate a strategy to protect the organization from the adverse effects of activation (Forte,
2007; Golding, 2007).
Due to the increase in activation, the U.S. Congress passed a law, entitled the Uniform
Services Employment and Reemployment Rights Act of 1994 (USERRA, 1994), to assist
reservists with re-integration back into civilian employment (Appendix A). The use of policies
and management devices by the employer to control the uncertainty surrounding deployment is
restricted by USERRA (1994) (Forte, 2007). Below is a list of key elements of USERRA (1994)
which affect civilian employers:
•

Employers cannot discriminate against reservists (ESGR, 2006).

•

Employers cannot refuse to allow a reservist to meet his military obligations (ESGR, 2006).

•

There are few restrictions on the length of the deployment. Reservists can be activated more
than once in a four-to six-year period for duties that may extend for up to one year or longer.
Additionally, the duration of deployment incorporates enough exceptions to make military
duty almost perpetual, with no recourse to the employer (Forte, 2007).

•

The reservists’ obligations to inform the civilian employer regarding future deployments are
very liberal (Forte, 2007).

•

The employer cannot require a reservist to apply for a military leave of absence in order to
avoid military obligations (ESGR, 2006).
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•

The reservist is under no obligation to assist the civilian employer in its efforts to adjust to
the reservists’ absence (ESGR, 2006).

•

The civilian employer is obligated to allow an injured reservist to return to work for a period
of up to two years providing the injury is a direct result of the reservists’ military duty
(ESGR, 2006).

•

The employer is obligated to reinstate the reservist in their employment position using the
following criteria, 1) an advanced position using the escalator principle, and 2) in the position
occupied prior to activation, providing the reserve employee was absent due to military duty
for less than 91 days (USERRA, 1994).

•

The employer is obligated to reinstate the reservist in an advanced position if the reservist
has a reasonable expectation of promotion had they not been deployed. In addition, if a
reservist is due additional benefits and wages, these also must be forthcoming (ESGR, 2006).

•

The employer is obligated to train the reservist at the employer’s cost, in order for the
reservist to be reinstated into the same or a similar job held prior to activation (ESGR, 2006).

•

The reservists’ rights and the employers’ obligations cannot be transferred. Thus, if a
reservist informs the civilian employer that he/she will not return to work once the military
obligations have been met; the employer is still obligated to follow USERRA (1994) if the
reservist decides to return to work later (Forte, 2007).

•

USERRA (1994) has no statute of limitations, ergo there is no time limit restricting a
reservist from filing a lawsuit against a civilian employer (Forte, 2007).

•

In the event of a legal dispute between the civilian employer and the reservist, the burden of
proof falls on the employer (Forte, 2007).
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•

These rules also hold for non-reserve employees who leave a civilian employer to join the
military and then return (Forte, 2007).
Woodman (1989) averred that preparation for anticipated future events -- such as

retaining resources, avoiding threats, and taking advantage of opportunities -- is paramount to an
organization’s survival. However, planning for future events is significantly more difficult for an
organization in the case of reservist activation because of USERRA (1994) (Commission on the
National Guard and Reserves, 2007; Driscoll & Clarke, 2006; Forte, 2007; Golding 2007)
Remedies under USERRA (1994)
The Department of Defense (DOD) has established the Employer Support of the Guard
and Reserve (ESGR) in 1972 to assist employers with the integration of reservists back into the
civilian workforce (ESGR, 2006). The ESGR is tasked by the DOD to act as a liaison between
the military, the reservists, and the employers of reservists. Ombudsmen, working for the ESGR
on behalf of reservists, serve as mediators when disputes arise between the reservists and their
employers on matters involving the USERRA, 1994. Thus, reservists who lodge a complaint
regarding the manner in which their employer is treating them are provided recourse before
contacting the Department of Justice.
When the ESGR ombudsman, the civilian employer, and the reservist cannot resolve the
issue then the reservist can seek a legal remedy. The courts apply strict penalties to employers
whose HR strategies are not consistent with USERRA (1994). According to Driscoll and Clarke
(2006), these sanctions include both federal and state penalties and simultaneous exposure to
other federal labor laws as well (e.g., American Disability Act and the Equal Opportunity
Employment Act). In addition, reserve employees may receive financial assistance from the
Department of Labor or the Department of Justice to hire a private attorney to represent them, or
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reserve employees may be represented by the local district attorney free of charge (Driscoll &
Clarke, 2006). Additionally, employers may be held liable for lost wages and benefits due
employees; this penalty may be doubled if the employer is found to have engaged in willful
misconduct. Moreover, if the court holds against the employer, the employer is liable for the
employee’s legal fees as well (Driscoll & Clarke, 2006). Finally, in extreme cases employers
may also be charged with a criminal misdemeanor for failure to abide by the rules of USERRA
(1994).
Monetary awards for reservists procured by the Veterans Employment and Training
Service (VETS) section of the Department of Labor (DOL) from employers include $ 1,707,166
in 2005, $ 2,346,142 in 2006, and $ 1,886,573 in 2007 (Veterans Employment and Training,
2006, 2008).Finally, the courts apply a liberal interpretation to certain sections within USERRA
1994. For example, Federal Circuit Court Judge Mayer wrote in his dissent in Gary P. Pittman v.
Department of Justice (2007):
In addition to its other protections, USERRA continues to provide an expansive
reemployment right (p. 3). This interpretation is wholly consistent with, if not mandated
by, USERRA’s statutorily expressed purpose of eliminating or reducing any employment
disadvantages resulting from military service… Employers bear the burden of
establishing compliance with the reemployment obligation (p. 4).
In conclusion, data on USERRA related case loads are depicted for 2005 and 2006 in
Table 2 (Veterans Employment and Training, 2006, 2008). Claims granted include cases settled
completely in favor of the reservist. Claims settled include cases settled for less than the full
remedy under USERRA. For 2005 and 2006, claims granted and settled are 31% for 2005 and
18% and 12% respectively for 2006. Claims in which the reservist was either ineligible for a
claim due to a dishonorable discharge or because the reservist chose not to pursue legal remedy
remained virtually unchanged for both years. Referrals are unsettled cases that are referred to a
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higher court and remained steady for both years. Administrative resolutions increased by 6 %
from 2005 to 2006. Administrative resolutions include instances where the reservist became
disinterested or uncooperative or instances where the reservist sought private legal counsel.
Finally, claims, which lacked merit, include instances where the reservist was not entitled to
remedy for reasons other than a dishonorable discharge fell by 6 % from 2005 to 2006. In
conclusion, although the data from Table 2 does not show this implicitly, it appears that more
reservists may be seeking legal counsel by employing a private attorney rather than utilizing the
legal services provided by the DOL.
Table 2. USERRA Related Case Loads for 2005 and 2006
Case Resolution
Claim Granted
Claim Settled
Claim Withdrawn
Not Eligible
Administrative
No Merit
Referral
Total
a
NR = not reported

2005
#
392
NRa
109
48
180
424
93
1,246

2006
%
31
NRa
9
4
14
34
8
100

#
245
169
136
71
280
383
93
1,377

%
18
12
10
5
20
28
7
100

The Future of Reserve and National Guard Deployments
The reserve and the National Guard were established to provide relief to active military
personnel during times of need. Currently, 40 % of the troops on the ground in Iraq are members
of these two military organizations (Settle, 2006). In the past, activation of the military reserve
was restricted to isolated events, such as humanitarian relief or police action. However,
worldwide proliferation of terrorist activity has increased military use of the reserves to a level
not seen since World War II (Daywalt & Herman, 2006; Settle, 2006). Moreover, the current
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military interventions are not expected to end soon (Congressional Budget Office, 2005;
Golding, 2007; RAND, 2003).
Should the intervention be prolonged, additional HR will be necessary to staff future
requirements for military personnel. Maintaining a full-time, ready contingent of military
personnel, however, is not fiscally feasible (Kirby & Naftel, 2000). Therefore, a reserve
contingent of military personnel is the only viable option to meet future, increased demands for
combat and support personnel (RAND, 2003). Finally, by increasing use of the military reserves,
the U.S. armed forces may reduce overall costs by reducing dependency on full time active
personnel (Scott, 2001).
Results from a Cybernetica Consulting, Inc. (2003) study found that 56 % of respondents
indicated a moderate to high concern that their operations would be adversely affected by an
increase of duration or frequency of deployments. The Commission on the National Guard and
Reserves also corroborated these findings in 2007. In support, the Congressional Budget Office
(CBO) in a May 2005 report stated that:
However, based on information about reservists’ civilian occupations, CBO estimates that
the number of drilling reservists who work in highly skilled or key positions in small
business is probably between 8,000 and 30,000. With more than 410,000 drilling
reservists mobilized since the September 11 terrorists attacks, as many as 15,000 small
businesses, in CBO’s estimation, may have experienced financial losses or had significant
problems managing their work loads or scheduling, or handling other interruptions to
operations. (p. 16)
These data were obtained from 19 employer interviews, ranging from those that employed 50
people or less to Fortune 500 firms.
Finally, the present rate of deployment frequency and duration is greater now than in the
past and will be expected to increase in the future with tours lasting an average of 12 months
(DOD, 2000; RAND, 2003). Moreover, dependence on the reserve and the National Guard will
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continue into the future as well (General Accounting Office (GAO), 2002; Kirby and Naftel,
2000). The data from the GAO study involved an interview of 1,608 reservists and 111
employers.
Forecasting Deployments
The duration and frequency of deployments affect an organization’s capacity to plan for
future contingencies (e.g., forecasting). Forecasting is one method used by organizations to
reduce uncertainty, where greater uncertainty involves increased risk. Since most organizations
are risk-averse, they search for information in order to stay ahead of the competition. As a result,
the lack of advance notice regarding the duration and frequency of military deployments
increases the risk to the organization (Commission on the National Guard and Reserves, 2007;
CBO, 2005). Thus, the unpredictable nature of deployment hinders the ability of an organization
to accurately forecast when deployment may occur (Commission on the National Guard and
Reserves, 2007).
Cyert and March (1992) stated that organizations go to great lengths to adapt to their
environment by utilizing policies to prevent the loss of an asset. The effects of increased duration
and the frequency of reserve deployment, when coupled with the absence of advanced warning
regarding a deployment, adversely affects organizational operations and thereby increases the
costs of the organization (Cybernetica Consulting, Inc., 2003; GAO, 2002, 2005; Settle, 2006).
Thus, not being aware of the timing and duration of deployment circumvents the use of strategies
to adapt to the loss of personnel, which may result in workflow disruptions. Data from the 2005
GAO report consisted of a census of 831 ombudsmen who work for the ESGR.
Organizations develop long-term strategies and incorporate polices to protect resources
(Cyert & March, 1965). Specifically, Cyert and March (1965) maintained that organizations tend
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to enter contracts to avoid the uncertainty associated with procuring and retaining resources.
However, in the case of reserve deployment, uncertainty may not be eliminated, because
USERRA (1994) prevents the employer from incorporating such protective mechanisms to
prevent harm to the organization due to loss of the reservist.
Therefore, laws that protect reservists tend to diminish the adaptive responses available to
civilian employers of reservists (Driscoll & Clarke, 2006; Forte, 2007). Conversely, those
organizations not affected by activation have more flexibility in choosing avoidance contracts
that affect employee turnover. For example, organizations normally are free to establish policies
for sick time, long-term leaves of absence, and sabbaticals taken by employees. All of these
mechanisms are incorporated by organizations to reduce the organization’s exposure to the risk
of unexpectedly losing a valued employee. However, organizations faced with activation of a
reserve employee cannot avoid the uncertainty surrounding deployment due to legal constraints
placed on civilian employers, and because an organization receives little advance notice of an
impending deployment.
Intra-Organizational Issues
Activation and the Organization’s Operations
Thus far, a macro-social perspective of the effects of activation on the organization has
been explored. The following section describes the effects of both activation and turnover on an
organization's operations. The organizational operations studied include employee behavior,
customer satisfaction, and volume of the organization’s output.
Specifically, the literature in this section describes a negative correlation between
turnover and output, and between turnover and customer satisfaction. Further, the literature
proposes that there is a correlation between employee behavior and turnover, that is to say that
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turnover is associated with negative behaviors. In addition, the review of literature indicates
similarities between activation and turnover on the organizations operations. Finally, the adverse
effects on organizational operations may begin before the reservist leaves the civilian employer
(French & Wolfe, 2002).
Effect of Activation on Employee Behavior
The physical and emotional requirements placed on a reservist before deployment
adversely affect a reservist’s capacity to perform civilian job functions, which in turn may prove
deleterious to the organization’s operations (French & Wolfe, 2002). According to Schein
(1990), “Every group and organization is an open system that exists in multiple environments.
Changes in the environment will produce stresses and strains inside the group, forcing new
learning and adaptation.” (p. 116). Activation causes a change in the employee’s environment.
Specific examples of organizational responses to activation of employees range from holding
exact pay and positions available for the deactivated employee to termination of employment.
A reactionary response to turnover can adversely affect the performance of an
organization (Kopelman et al., 1990). However, not all organizational stress is harmful to the
organization. Benefits to the organization that accrue from activation may include the infusion of
new ideas, novel methods to employ current assets, and leadership or managerial experience
gained by the reservist and transferred to the civilian employer. However, loss of a co-worker or
unwanted job expansion, resulting from the deployment of a reserve employee or other forms of
turnover, can negatively affect employee behavior and possibly lead to a reduction in work
performance (Allison-Aipa et al., 2005; Ford, Quinones, Sego, & Sorra, 1992; Rouiller &
Goldstein, 1993; Tracey, Tannenbaum, & Kavanagh, 1995). Further, Evans (2006) maintains
that employee behavior, specifically, commitment to the organization, is in part related to the

28

socialization of employees with other employees. Loss of friends, coupled with an additional
workload, can have a debilitating effect on employee turnover. Rhodes and Steers (1990) listed
“…organizational policies and practices with respect to the workplace…” (p. 56) as one of three
factors that affect an employee’s attendance motivation. If the civilian employer adopts policies
and practices such as increasing the workload of the remaining employees, this could have a
negative impact on employee behavior.
Resentment by employees as a result of an increase in workload due to activation may
lead to negative types of behavior such as increased absenteeism, decreased job performance,
and an overall organizational climate that is not conducive to supporting the organization’s
mission (Allison-Aipa et al., 2005; Rhodes, 1990). Data from the Allison-Aipa et al. (2005)
study involved 28 employers who were interviewed to ascertain how deployment of National
Guard employees affected the operations of their firms. The Allison-Aipa et al. study sampled
300 Maryland National Guard employers. The study hypothesized a negative correlation between
deployment and civilian employee morale. The results of the Allison-Aipa et al. study indicated
that 71 % of employers had to reassign workloads to slack resources. The study also indicated a
positive relationship between increases in coworker workload and a decrease in coworker morale
0.38 (p < 0.05). Thus when workload increased harmful effects on worker morale also increased.
The Allison-Aipa et al. study operationalized the organizations strategic response as a change in
co-worker workload due to the deployment of a National Guard employee. There is no indication
as to how morale was operationalized in the Allison-Aipa study.
Another factor that affects employee behavior is organizational climate. There is an
important correlation between organizational climate and employee satisfaction (Locke, Sirota,
& Wolfson, 1976), and negative employee behaviors and resignation (Hom & Kinicki, 2001).
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Further, dissatisfaction at the employee level may lead to a reduction in job performance, which
is due in part to the correlation between the behavior of the employee and job performance
(Kopelman et al., 1990). In addition, Hom et al. (1979) found that it is common for employees
with low morale to exhibit “…unfavorable behaviors towards an organization …” (p. 280).
Moreover, Rosen, Levy, and Hall (2006) found that morale was positively related to performance
outcomes (B = .45, p < .05) Thus, the Hom et al. and the Rosen, Levy, and Hall studies indicate
that there is a positive relationship between employee morale and employee behavior.
Consistent with the correlations between organizational climate and employee morale
Allison-Aipa et al. (2005) theorized that a negative correlation would exist between deployment
and the civilian work environment. Effects on the work environment were operationalized in
general terms as effects on workflow, hiring, training, and morale. The Allison-Aipa et al. study
revealed that there was a negative correlation between the number of National Guard employees
activated and effects on the civilian work environment, -0.40 (p < 0.05). Thus as the number of
employees activated increased the work environment deteriorated.
Once the organization’s mission is adversely affected, negative cultural concerns may
develop at the departmental or team level, which in turn may prove to be deleterious to
organizational performance (Evans, 2006). New employees can also affect employee behavior.
New employees employed to fill the position vacated by the reservists may not fit well within the
organization. In support of this Allison-Aipa et al. (2005) found a positive correlation between
adverse effects on worker morale and the number of replacement employees hired to fill in for
the deployed employee 0.48 (p < 0.01). Thus as the number of new replacement employees
increased the adverse effects on morale also increased. Finally, customers’ views of the
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organization may be strongly influenced by interaction with an employee who has been affected
by a coworker’s activation.
Effect of Activation on Customer Satisfaction
This section combines a description of the effect of turnover and the effect of activation
on customer satisfaction. This section starts by laying the foundation for the effects of turnover
on customer satisfaction and ends with a description of the effects of activation on customer
satisfaction.
One negative effect of turnover may include a reduction in customer satisfaction
(Anderson, Fornell, Mazvancheryl, 2004; Gruca & Rego, 2005; Koys, 2001; Lapre & Tsikriktsis,
2006; Mittal, Anderson, Sayrak, & Tadikamalla, 2005; Rust & Chung, 2006). In support of the
Resource Based View (RBV), Luo and Bhattacharya (2006) found a positive correlation between
employee innovation and customer satisfaction. Moreover, there is a positive correlation between
customer satisfaction and shareholder value, as measured by an increase in shareholder equity
resulting from capital appreciation (Anderson et al., 2004; Mittal et al., 2005). What these studies
suggest is that an organization invests in its employees to make them a productive component of
the organization’s resource mix; therefore, turnover constitutes the loss of an investment which
in-turn reduces the wealth of the organization.
Employees with a military background are valued by their employers and the labor
market in general (Allison-Aipa et al., 2005; Daywalt, 2006; Lakhani, 1998; Lewis, 2004; Weitz
2007). In addition, due to the loss of the reservist, activation has a direct negative effect on the
organization’s capacity to compete in the market place, due to a reduction in customer
satisfaction, which may result in lost sales (Commission on the National Guard and Reserves,
2007; Daywalt & Herman, 2006; Doyle et al., 2006; Settle, 2006). Moreover, replacing the skills
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lost due to activation of the reserve employee has historically been problematic for employers of
reservists (Allison-Aipa et al., 2005; Doyle et al., 2006; Settle, 2006). Therefore, describing the
effects of activation from the perspective of customer satisfaction illuminates the potentially
negative effect of activation on organization performance, which may have an adverse effect on
organization wealth. Finally, the inability of the organization to accumulate wealth adversely
affects the organization’s ability to acquire resources, which culminates in the diminished
capacity to produce goods and services.
Effect of Activation on Organization Output
Loughran et al. (2006) maintained that a reduction in organizational output is one
possible side effect of activation. Studies performed on the effects of activation on vital services
such as law enforcement and medical care indicated that organization output and organizational
mission might suffer as a result of reserve activation (French & Wolfe, 2002; Hickman, 2006;
Loughran et al., 2006; Scott, 2001).
Loss of employee assets can have a deleterious effect on the organization’s output
(Bhavani & Tendulkar, 2001; Hutchinson et al., 1997). Moreover, the authors found that using
flexible employment arrangements (e.g., incorporating contract labor or increasing the work
demands on employees) was not a successful strategy for maintaining organization output. These
finding are consistent with earlier studies that found gains in organizational efficiency, output,
and improved financial status from the use of temporary employees were not always forthcoming
(Foote, 2004; Houseman, 2001).
In a series of civilian employer interviews, Doyle et al. (2004), found specific instances
of reductions in business volume or declines in sales due to activation that were cited by private
business owners in the service sector (i.e., veterinary medicine, auto repair, orthodontics,
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information technology/technical support). Doyle also found reductions in business volume to be
a result of activation in the areas of construction trades and office supplies. Moreover, these
findings were also consistent with 2007 findings made by the Commission on the National Guard
and Reserves.
Further, a CBO study performed in 2005 also provided specific examples of the effect of
activation on output. One example cited involved a decline in sales by 40 % over the duration of
a manager’s deployment due to the civilian employer’s inability to service existing clients. Two
examples involved replacement of a clerk and replacement of a network engineer; both of which
had no effect on the organization’s output. A third example involved a firm that services office
machines; the firm had to take out a loan to maintain its operations, because the replacement
employee’s productivity was less than that of the deployed employee. The last example involved
a dentist who, due to his deployment lost approximately 90 % of his revenue and had to lay off
one employee. However, since the deployment did not involve an overseas assignment the
dentist was able to return to his practice on a part time basis.
In conclusion, 50 to 61 % of respondents claimed that the loss of a reserve employee had
a negative effect on product delivery, workflow, and work scheduling when the reservist was
absent (Allison-Aipa et al., 2005; Cybernetica Consulting, Inc., 2003). Thus, the research cited
indicates an inverse correlation between employee turnover and organization output. Moreover,
studies performed on the effects of activation on organization output have been consistent with
the literature on the effects of turnover on output; there appears to be a neutral to negative
correlation between reserve employee activation and organization output that requires further
research to substantiate.
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Activation and Effects on Organizational Strategies
Thus far, this study has explored the internal and external perspectives of activation on an
organization’s operations. The following section will describe the effects of both activation and
turnover from the perspective of organizational strategies.
An organization’s capacity to replace deployed workers is stymied by the fact that the
reservist will reoccupy the position upon their return from military duty. This means that it is
possible that replacement personnel will be terminated when the reservist returns to work. Thus,
potential replacements are hesitant to take jobs vacated by deployed reservists, because the
employer must promptly reemploy the reservist when they return from their military tour (Forte,
2007; Loughran et al., 2006). The hesitation to fill in for the deployed reservist affects the
strategies employed by the organization to replace the skills lost when the reserve employee
leaves (Doyle, 2004).
This review of literature found several strategies incorporated by organizations to adapt
to the loss of an employee. Most examples found in the review come from literature on turnover
such as the use of contract labor to accommodate upswings in the business cycle or to cover for
employee turnover (Foote, 2004; Houseman, 2001).
However, the literature also mentioned specific strategies incorporated by civilian
employers to adapt to the loss of a reserve employee due to activation. These strategies include
reducing output, utilizing contract labor, hiring a replacement employee, increasing employee
workload, the use of overtime, or the use of temporary labor supplied by an agency (AllisonAipa et al., 2005; Commission on the National Guard and Reserves, 2007; Gotz, 2003; Loughran
et al., 2006; Scott, 2001; Settle, 2006). However, regardless of which strategy is employed HR
management will play a role in the process (Kondrasuk, 2004).

34

This next section of the review of literature expounds on antecedents that cause
organizations to employ specific strategies aimed at reducing the negative effects of employee
turnover. These antecedents include variances in perception based on whether the effects of
activation on the organization emanate from the perspective of a supervisor, manager, or
executive (e.g., spatial effects). The spatial effects involve the perception of human capital loss
on the organization’s operations.
Spatial Effects and Activation: Strategic Implications
An excerpt from the executive summary section of a 2003 report by Cybernetica
Consulting, Inc., stated “…85% to 90% of employers reported no adverse effects on financial,
strategic, or the psychological aspects of the organization’s functions while 10% to 15% of
employers reported that operations were negatively impacted by employee activation…”(p.44).
However, the Cybernetica Consulting, Inc. report had a methodological issue: The responses
could not be differentiated, either between two different individuals in the same organization or
two different organizations. Thus, a single organization could be over-represented in the study.
Data from the Cybernetica Consulting, Inc. study consisted of a sample of 212 respondents, not
212 different organizations.
These discrepancies may explain in part why the Cybernetica Consulting, Inc. study
obtained its results. In fact, Table 3.2.1 of the Cybernetica Consulting, Inc. study reveals that as
the management level and thus the respondents’ level in the organization moves away from the
supervisory level and towards the executive management level in the organization, the negative
effect on performance as stated by the respondent diminishes. Specifically, 21 % of supervisors
reported that the effect of deployment on their operations was significant and negative, 12.7 % of
department heads and area managers reported adverse effects on operations as a result of
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activation, and 4.6 % of senior executive managers indicated that the negative effect on the
organization as a result of deployment was minimal.
In fact, Cybernetica Consulting, Inc. (2003) commented that one explanation for these
results was due to the localized perception of managers, causing the managers to respond to the
effects of activation in a territorial fashion. Thus, those managers further removed from the effect
of activation on the organization’s operations tended to perceive the effect on the organization as
minimal. Conversely, supervisors who were in a position to witness first hand the effects of
activation on the organization reported the effects to be more severe. This localized response was
also consistent with the GAO report from 2002, in which reservists commented that even though
the employer supported the reservist’s military obligations, the reservist’s immediate supervisor
was not as supportive. Thus, perceptions of the effects of activation on organization operations
are affected by the respondent’s position in the organizations hierarchy. Consequently, strategies
employed to adapt to activation may be dependent upon the decision maker’s position in the
organization’s hierarchy as well.
Activation and Human Capital
Civilian employers of reservists are confronted with the loss of skills and knowledge,
which cannot be replaced using flexible employment arrangements, thereby increasing costs of
training and employee development (Commission on the National Guard and Reserves, 2007;
Doyle et al., 2004; Loughran et al., 2006; Settle, 2006; Weitz, 2007). Moreover, a strategy that
includes training and development of contract employees may not provide the organization with
an adequate return on investment in its human capital. This is due to the relatively short span of
time that the organization has to recoup its investment in training the contract employee. The loss
of human capital can have a negative effect on an organizations ability to remain viable in the
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market that it serves. In fact, Carmeli (2004) found that human capital is correlated to
organization financial performance (r = 0.40, p < 0.001, N = 98).
Not only are small companies affected by activation of reservists, but larger companies
are adversely affected by the absence of reserve employees as well. For example, Delta Airlines
must overstaff the number of military reserve pilots on its payroll. The commercial airline
applies a ratio of three military reserve pilots on standby to two non-reservist pilots needed to
staff the cockpit for flights (Commission on the National Guard and Reserves, 2007; Palmer,
2005). This overstaffing is in response to the fact that reservists in the fixed wing contingent of
the military reserve, military police, and military intelligence comprise some of the most
deployed troops in the reserve and the National Guard (CBO, 2005; Kirby and Naftel, 2000)
In a May 2005 study, the CBO stated that there is no data to indicate what the effects of
activation are on certain organizations and specifically, how the loss of the reservist’s skills
affects the functioning of the organization when the reservist is deployed. However, extant
theoretical literature supports the tenet that when organizations lose human capital, their capacity
to compete is diminished, relative to organizations that retain valuable resources (Barney, 1991;
Burt, 1992; Conner & Prahalad, 1996). In support of this tenet, the General Accounting Office
(GAO) stated in a 2007 study, “…the loss of a single employee from a small business is more
likely to have an immediate and significant impact on the business…” (p. 20). Moreover,
additional costs incurred by civilian employers as a result of losing a reserve employee include a)
receiving short notice when reservists are to be mobilized, b) paying a premium above the
reservist’s salary when hiring a temporary replacement through an agency or paying overtime,
and c) the possibility of business loss or bankruptcy (CBO, 2005; GAO, 2002; Hearing on
Employer and Family Support, 2007).
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The costs of activation on organizations are similar to the costs of turnover on employers.
Specifically, employers indicated that billable hours for replacement employees supplied by
contract labor agencies were in excess of the hourly wages for regular employees, thus
increasing the organization’s cost of labor and that a reduction in labor costs was not
forthcoming for organizations that incorporated spot-labor at a reduced hourly rate (Houseman,
2001). Finally, Houseman’s findings are consistent with studies on the effect of activation
relative to the employment of part-time and contract labor to fill positions vacated by deployed
reservists (Doyle et al., 2004; Loughran et al., 2006; Settle 2006).
The needs of both the military and private employers are similar in the pursuit of high
quality soldiers and employees. A limiting factor is the pool of individuals from which both
military and private industry must recruit. The dyadic pursuit by both the civilian sector and the
military for individuals with advanced education necessarily moderates the hiring capacity of
both, thereby causing a further strain on their ability to recruit non-imitable human capital
(Grant, 2007). The DOD (2005), in a selected manpower survey, maintains that approximately
90 % of officers and 8 % of enlisted personnel in the reserve have college degrees. Thus,
employers who hire employees with college experience are adversely affected. This is because a)
the pool of individuals with college experience is relatively small; and b) the military is actively
pursuing the same population of individuals as the civilian sector. Thus, the demand for
individuals with college experience will increase relative to supply, again raising the demand and
the cost of labor (Loughran et al., 2006; RAND, 2003).
Finally, as the pool of qualified individuals’ declines, both the military and private
concerns will find it difficult to recruit the requisite talent to sustain operations. Further, the
demand for reservists to fill key positions is on the rise, as the ranks of the full time military are
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reduced. Thus, the aforementioned studies elucidate the need for a study on human resource
strategies to replace lost human capital as a result of activation (Golding, 2007; Loughran et al.,
2006).
Activation and HR Management
Many organizations use strategic HR policies to control fluctuations in their labor
(Ferguson, Ferguson, Muedder, & Fitzgerald, 2001). However, while increasing in both
significance and number, organizational policies specific to reserve activation are not always
found in organizations that employ reservists (Forte, 2007). In addition to the strain placed on
employers when employees are activated, there is the additional onus of having an employee
leave the organization who is perceived as being more productive than those employees who
remain and who lack military experience (Allison-Aipa et al., 2005; Commission on the National
Guard and Reserves, 2007; Daywalt & Herman, 2006; Weitz, 2007).
Reservists are considered important assets by HR managers, civilian employers often use
military reserve experience as a screening device for hiring potential employees. According to
Lakhani (1998), employers use military reserve experience to discern between potential
employees who are most likely to perform to the employers’ expectations as opposed to potential
new-hires who most likely do not have potential (e.g., lack military experience). The rationale
behind this strategy is that employees with military experience understand organizational
dynamics, and are better team players than individuals who lack military experience
(Commission on the National Guard and Reserves, 2007; Lakhani, 1998).
HR managers should be aware of the emotional and operational effects of turnover on
employees and teams respectively and take steps to prevent adverse effects on the organization’s
operations (Amundson et al., 2004). A measure of labor stability, defined in a study by Evans
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(2006) as the number of employees exiting the organization divided by the total number of
employees employed, should have practical applications for establishing HR strategies aimed at
reducing work disruptions resulting from turnover.
Hitt, Bierman, Uhlenbruck, & Shimizu, (2003) found a positive relationship between the
quality of an organization’s HR and the organization’s performance. Moreover, Hitt et al. (2003)
suggests that its HR, due to the proliferation of the global service economy, increasingly
measures an organization’s value. Finally, HR strategies that capitalize on succession planning,
coupled with hiring practices that target supportive talent for the organizational mission, are
requisite for maintaining organizational inertia during times of employee activation (French &
Wolfe, 2002).
HR can play a role in grooming junior executives for senior positions within the
organization. The strategic infrastructure of an organization can suffer if a deployed employee is
employed at the executive or managerial level of the company (Daywalt & Herman, 2006).
Methods utilized to manage succession could be applied to provide young talent an opportunity
to improve strategic management skills while the executive is deployed; leadership skills can be
honed during this process as well (French & Wolfe, 2002; Kondrasuk, 2004). In addition, the
organization may wish to institute a mentoring program that pairs junior and senior employees.
For example, employees can be paired with executives who provide advice to help the employee
associate with the goals of the organization. Hom et al. (1979) stated that to have a favorable
impact on employee satisfaction, work climate, compensation, and a favorable relationship
between the supervisor and the employee must all be present.
As stated earlier, one possible solution to combat poor employee behavior is to
coordinate organizational strategy with employee needs. Cascio and Wynn (2004) stated that
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communication between employees and management has a positive effect on employee behavior
during a downsizing event. In addition, Steers and Rhodes (1978) stated that HR strategies,
which incorporate cohesive work teams and employee identification with organizational goals
and objectives, had a favorable affect on employee satisfaction.
In summary, proactive HR practices instituted prior to deployment of the reserve
employee that incorporate strategies to capitalize on organizational strengths may reduce the
adverse effects on operations resulting from reserve employee activation. Moreover, HR
managers can create a database of critical skill sets used to identify potential replacement
employees to fill positions left vacant by activated reservists (French & Wolfe, 2002).
Summary
The RBV of the firm offers one theory to describe the effects on an organization of losing
an asset. The RBV not only describes the effects of asset loss on the organization’s operations,
but also the effects of asset loss on relationships among assets as well. In addition, the RBV
explains the temporal effects of activation on civilian employer operations. Importantly,
resources and their interrelations are time-specific.
The study of the effects of activation on organization performance may provide insight
into turnover effects on organizational performance. This study highlights the effect of losing a
HR on the organization. Burt (1992), Penrose (1959) and Hitt et al. (2003) maintain that HR and
the relationships between all of the organization’s resources are inimitable and valuable. Further,
scant research on the effects of activation and turnover has lead many researchers to call for
more studies on the effects of turnover and activation on organizational performance (Golding,
2007; Gotz, 2003; Hutchinson et al., 1997; Staw, 1980).
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This chapter also examined the effects of governmental policy on civilian employers. The
effect of governmental policy on civilian employers includes increased costs to not only find and
train replacement employees, but also lost business opportunities (Commission on the National
Guard and Reserves, 2007; Settle, 2006; Weitz, 2007). Moreover, this burden is not shared
equally throughout society. In addition, the civilian employers’ capacity to adapt when faced
with the activation of an employee is restricted by law (Forte, 2007; Golding, 2007). Thus, HR
policies to manage activation are constrained by law and are hampered by the volatile nature of
activation.
Activations occur with little or no advance notice to the employer. Additionally, the
duration, timing, and frequency of the deployments are unknown to the organization’s
management, which has an adverse effect on operations (Commission on the National Guard and
Reserves, 2007; Golding, 2007). Moreover, military sources indicate that the frequency and
duration of deployments will increase (Davis & Shapiro, 2003; Hartley & Sandler, 1995).
Historically, replacing activated reservists with contract and part time labor does not restore the
organization to its pre-activation level of operational efficiency (Doyle et al., 2004; Loughran et
al., 2006). This problem is exacerbated by the fact that many activated employees hold important
positions in companies and/or have jobs important to the well-being of society: specifically, law
enforcement, medical, and aviation personnel (Commission on the National Guard and Reserves,
2007; French & Wolfe, 2002; Hartley & Sandler, 1995; Hickman, 2006; Palmer 2005; Scott,
2001). Yet, little is written about the correlation between employer capacity to adapt and
employer size measured by headcount, or effects of activation by organization type (Golding
2007; Gotz, 2003).
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Finally, since a forecast of future deployments is not an option, the few HR strategies an
organization may employ include establishment of policies within the constraints of USERRA
(1994), or utilization of flexible labor at an additional labor expense. These strategies may
counter the adverse effects that activation has on the organization’s operations. However, if the
organization finds such methods to be ineffective, the organization may employ proactive HR
strategies such as succession planning or creation of a critical skills database.
Activation and its effects on the civilian employer must be addressed in order to assist the
organization in preventing disruptions to its operations. Moreover, practical and academic
literature has called for more studies into the effects of activation. Therefore, based on this
review of literature, specific areas that require further study include the effects of activation on
organization output, employee behavior, and customer satisfaction. Finally, a description of the
strategy employed by the organization to combat the adverse effects of activation should be
explored to increase awareness of organizational dynamics from the perspective of organization
size and type.
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CHAPTER 3: METHODOLOGY
Research Design
This exploratory study applied survey methodology to collect data that described the
effects of reserve employee absence on civilian employer operations due to military activation.
Generalizations of the findings of this study were restricted to employers of reserve employees in
the state of Louisiana who have signed a statement of support with the ESGR. Past research
(Allison-Aipa et al., 2005; Cybernetica Consulting, Inc., 2003; Doyle et al., 2004) utilized survey
methodology to describe the effects of reserve employee absences on employer operations.
Bartlett (2005) stated, “The purpose of survey research in organizations is to collect information
from one or more people on some set of organizationally relevant constructs” (p. 99). Since the
constructs used in the research design measured the variability in the civilian employer’s output,
customer satisfaction, strategies, and employee behavior, the use of a survey was consistent with
Bartlett’s description.
Population and Sample
Population
Using data from the 2000 census, the U.S. Small Business Administration (2004)
determined there were 5,885,784 firms in the U.S.A. Of this group, 5,255,844 firms employed 20
people or less and 2,777,680 firms employed 4 employees or less. The DOD determined from
reserve employer interviews that 6% of all employers employed reservists (CBO, 2005; DOD,
2000). Based on the U.S. Small Business Administration and DOD data, an estimate of the
number of employers affected by reserve deployments is listed below:
•

Approximately 353,147 civilian employers potentially will be affected by troop
activation.
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•

Approximately 315,351 civilian employers that employ 20 employees or less could be
potentially affected by troop activation.

•

Approximately 166,661 civilian employers that employ fewer than four people could
potentially be affected by troop activation.
A GAO study performed in 2007 indicated that 758,182 reservists were employed in the

civilian sector of the economy. A similar CBO study (2005) estimated that 644,250 reservists
work in the civilian sector. Of these reservists, 154,620 reservists work in firms that employ
fewer than 100 employees. The CBO derived this data from the U.S. Census Bureau’s
publication, Occupations 2000 (2003). The 2005 CBO study breaks down civilian employment
of reservists into six organizational types (p. 9):
•

33% employed as managers, professionals or related occupations;

•

18% employed in sales and office occupations;

•

17% employed in the service sector;

•

16% employed in transportation and material moving occupations;

•

15% in construction, extraction, and maintenance occupations; and

•

1% employed in farming, forestry, and fishing occupations.

The six organizational types reported in the CBO study (2005) were used in this study to classify
civilian employers.
Finally, within the State of Louisiana, there were a total of 96,262 organizations with paid
employees in 2000 (U.S. Census Bureau, 2002). Using the DOD estimation that 6% of all
employers employ reservists, this gives an estimated figure of 5,776 civilian employers of
reservists in the state of Louisiana.
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Target and Accessible Population
The target and accessible population for this study included 1,109 employers or 19.2 % of
the estimated employers of reservists in the state of Louisiana that have pledged support for the
ESGR (2006). Employers who sign a statement of support agree to abide by the Uniformed
Services Employment and Reemployment Rights Act of 1994 (USERRA, 1994), agree to
provide managers with the means to accommodate the employment needs of the reserve
employee, and support the military’s mission to protect the United States. The reserve employee
who sponsors the organization may submit the agreement electronically. Once an ESGR
volunteer receives the electronic submission, the volunteer will contact the company to present a
signed, hard copy of the statement to the employer for display on the organization’s premises.
The statement of support does not require anything from the employer. Thus, employers who
would be absent from the ESGR database would be those civilian employers of reservists who
were not nominated by their reserve employee. Therefore, the target and accessible population
for this study consisted of the 1,109 employers in the ESGR database.
Sample
The primary sampling unit was the employer organization, and the secondary sampling
unit was a respondent who had knowledge regarding the effect of a reserve employee’s absence
on the organization’s operations. The respondent’s position in the organization was determined
by phone or email prior to mailing the questionnaire. The sample size was determined by
Cochran’s Sample size formula, (1977, p. 78):
n o = t2 x S2
d2
In this formula, t2 is the squared value for the selected alpha level or the amount of acceptable
risk. For this study, the acceptable risk level was set at 5 % (alpha = 0.05) with an associated t
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value of 1.96; therefore, t2 = (1.96)2 = 3.8416. The estimated variance of the population, S2, was
calculated based on the number of points in the Likert-type scale divided by the number of
standard deviations (6). The Likert-type scales used in this study were comprised of multiple
items recorded on a five-point scale, thus S2 = (5/6)2 = 0.6944. Finally, d2 is the amount of
acceptable error that the researcher was willing to incur. In this study, the researcher was willing
to incur a 3% error rate, thus, d2 = (5 x 0.03)2 = 0.0225. Therefore, the sample size was calculated
as follows:
n o = 3.8416 x 0.6944 = 119 (required sample size)
0.0225
Since the sample size of 119 exceeded 5% of the population of 1,109, Cochran’s (1977)
sample size correction formula was used to adjust the sample size based on the target population
parameters:
N1 =

No
1 + (N o / N)

In this formula, N 1 was the sample size adjusted for the size of the target population, N = 1,109
was the size of the target population, and N o was the calculated sample size of 119 from the
previous Cochran’s (1977) sample size formula. Therefore, the adjusted sample size was
calculated as follows:
N1 =

119
1 + (119 / 1109)

= 108

Based on similar studies (Allison-Aipa et al., 2005; Cybernetica Consulting, Inc., 2003) and the
doctoral committee chair’s experience, a 50 % response rate was anticipated and incorporated
into the sample size calculation, which resulted in a final sample size of 216 for the study. The
216 sample units were selected by means of a random selection of employers who supported the
ESGR within the state of Louisiana. The random selection process involved numbering each
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employer from the ESGR database sequentially and then randomly selecting employers using a
random number generator (Random.org, 2008).
Instrument Development
The questions on the instrument were developed based on the researcher’s experience,
the review of literature, the research objectives, the pilot study, and input from the graduate
committee. The researcher’s experience with reserve employee activation included one case
where a reserve employee was deployed for several weeks. During this period, employees from
other facilities within the same company were brought in to work in the reserve employee’s
place while they were activated. This involved procuring housing; training the replacement
employee before the reservist left; and the coordination of administrative duties such as pay,
expenses, and locating vendors for the replacement employee. Another case involved a reservist
who was required to participate in annual training that generally lasted for one week in additional
to the training that occurred once per month on weekends. The adjustments that were made by
the employer in this case involved the use of in-house overtime paid at time and one-half to
cover both the reserve employee’s shift and the reserve employee’s required weekend reserve
duty.
The researcher created the survey instrument for this study after a thorough search of the
literature revealed that existing instruments would not be valid for this study. The final
instrument contained nine sections. The instrument is located in Appendix B.
Respondent Characteristics: Instrument Sections 1-5 (Appendix B)
Research Objective one was to describe employers on selected characteristics of the
organization. Open-ended questions were used to capture data on the number of employees
supervised and used descriptors to capture the type of organization in which the respondent
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participated. Respondents were asked to choose from one of the following organization types:
transportation and material moving; management, professional, or related occupation; service
sector; sales and office administration; construction, extraction, and maintenance; and farming,
forestry, and fishing. These organization types were based on categories utilized by the U.S.
Census Bureau in the publication entitled, Occupations 2000 (2003).
Open-ended questions were used to capture data depicting how quickly the organization
was able to return to its pre-activation level of performance after a National Guard or reserve
employee was activated, measured in months. One major concern for civilian employers was
maintenance of operations after losing a reserve employee due to deployment (Allison-Aipa et
al., 2005; Dalton et al., 1981; Loughran et al., 2006).
Several strategies have been utilized by civilian employers to cope with the loss of the
reservist (Allison-Aipa et al., 2005; Doyle et al., 2004). The respondents were provided with a
list of potential strategies and were asked to rank the strategies incorporated by the organization
to adapt to the absence of a reserve employee numerically from 1 to 8, where 1 was the most
prevalent strategy incorporated and 8 was the strategy least used and a 0 indicated that the
strategy was not employed. The respondent was also allowed to add a strategy if needed.
Although added strategies were not used in the data analysis, such strategies provided additional
descriptive information.
All but one of the strategies listed in the instrument were identified during the review of
literature (Allison-Aipa et al., 2005; Doyle et al., 2004). One strategy, namely, the incorporation
of technology or automation of an existing process to adapt to the loss of the reserve employee,
was not mentioned in the literature reviewed. However, based on the researcher’s experience and
general trends in industry, this item was added to the potential strategies list.
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Changes in Customer Satisfaction: Instrument Section 6 (Appendix B)
Research objective two was to describe the perceived effects of activation on changes in
measures of customer satisfaction by comparing the employer’s pre-activation perceptions of
customer satisfaction to their post-activation perceptions of customer satisfaction. These
measures were the respondent’s customer complaints, customer compensation for inferior
service, number of times the same customer had to receive additional services or product
replacements due to poor quality, change in the size of the customer population served by the
organization, rate at which the organization gained and lost customers, training in customer
satisfaction, and overall quality of the civilian employers output (Anderson et al., 2004; Lapre &
Tsikriktsis, 2006; Mittal et al., 2005; Morrow & McElroy, 2007). The respondents were asked to
compare the pre-activation to post-activation change in the measures listed above for their
organization using a five point Likert-type scale that ranged from “substantial decrease” to
“substantial increase.”
Effects on Employee Behavior: Instrument Section 7 (Appendix B)
Research objective three was to describe the perceived effects of activation on changes in
employee behavior by comparing measures of pre-activation to post-activation levels of
employee behavior. These measures included overall employee behavior, number of employee
resignations, number of employee absences, tardy behavior, team efforts, and employee
satisfaction (Allison-Aipa et al., 2005). The questions asked the respondent to compare the preactivation to post-activation change in the measures listed above for their organization using a
five point Likert-type scale that ranged from “substantial decrease” to “substantial increase.”
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Effects on Organizational Output: Instrument Section 8 (Appendix B)
Research objective four sought to describe the perceived effects of activation on changes
in product or service output by comparing various researcher selected measures of pre-activation
to post-activation levels of product or service output. These measures were output volume, level
of employee effort , number of work schedule changes, amount of training on process efficiency,
and the number of late product or service deliveries (Allison-Aipa et al., 2005; Bhavani &
Tendulkar, 2001; Doyle et al., 2004; Morrow & McElroy, 2007). The questions asked the
respondent to indicate the pre-activation to post-activation change in the measures listed above
for their organization using a five point Likert-type scale that ranged from “substantial decrease”
to “substantial increase.”
Knowledge Level: Instrument Section 9 (Appendix B)
A final validity check was incorporated in question nine of the questionnaire. Question
nine asks the respondents to describe their levels of knowledge about the items on the
questionnaire; the questions are taken or adapted from an earlier instrument used by Knoke and
Reynolds (1988). The review of literature did not indicate that previous studies on the effects of
reserve employee activation had captured information on the respondent’s level of knowledge.
Moreover, the Cybernetica Consulting, Inc. (2003) study indicated that respondent answers to
questions regarding the effects of reserve employee absences were dependent in fact upon the
respondent’s position in the organization. Question nine asked the respondent to choose one
response from six possible choices, ranging from “I do not know anything about the items on this
survey” to “I am an expert on all items included in this survey.”
An independent samples t test (p < 0.05) was used to determine if a significant difference
existed between the two sample means. Therefore, this analysis determine whether a difference
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existed in changes in customer satisfaction, employee behavior, and organizational output by
whether the respondent had a high knowledge level (familiar with 50% or more of the items in
the survey) or a low knowledge level (familiar with less than 50% of the items in the survey).
Instrument Validation
A panel of content experts on the effects of turnover in organizations was contacted in
person, by phone, by email, or by postal mail to establish the content validity of the instrument.
The members of the panel were selected to participate in this study because they were involved
in the operations of an organization in which they were a principal or were employed at the
executive or management level of their organization. The positions held by the members of the
validation panel and their experience provided them with the knowledge necessary to understand
the effect of turnover on an organization. Further, either the researcher or the committee chair
was familiar with the professional qualifications of the members of the panel. These experts
included:
•

a doctor of osteopathy who owns a private medical practice in New Braunfels, Texas;

•

a retired general manager for Scott Equipment Company, Broussard, Louisiana;

•

the chief executive officer of LoveFiFi.com, Burbank, California;

•

the owner of a small heating, ventilation, and air conditioning business in Lubbock,
Texas;

•

the Chair of the Department of Management at the B.I. Moody III College of Business
Administration, University of Louisiana at Lafayette;

•

the human resources manager for Southern Ionics, Inc., West Point, Mississippi;

•

the business manager for Southern Chem Industries, Inc., Reserve, Louisiana;
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•

the owner and chief executive officer of Page & Kraemer Environmental Services, Inc.,
Lafayette, Louisiana; and

•

a former superintendent of the Avoyelles Parish School Board and of the Diocese of
Alexandria Catholic Schools.
Content validity was determined using the Rubio, Berg-Weger, Tebb, Lee and Rauch

(2003) content validity index (CVI) calculation. Content validation of the instrument followed
the methodology utilized by Cormier (2006).
The content experts were instructed to rate each item using a four-point scale: (1) not
relevant, (2) fairly relevant, (3) relevant, (4) very relevant. . . . Rubio, Berg-Weger,
Tebb, Lee and Rauch (2003) recommend analyzing the content expert’s ratings by
calculating the content validity index (CVI). This is accomplished by first calculating the
CVI of each item, then determining the CVI of the instrument. The CVI of each item was
calculated by counting the number of experts who rated the item as (3) or (4), . . . , then
dividing that number by the total number of content experts evaluating the instrument.
The CVI of the instrument will then be determined by averaging the CVI across all items.
A CVI of .80 as recommended by Davis (1992) was the standard used to confirm content
validity. (p. 41)
In addition to the CVI, the researcher measured the factorial validity index (FVI) (Rubio
et al., 2003). This involved determining if the content experts could correctly assign the
questions on the survey instrument to the associated objective. The FVI was calculated by
counting the number of experts who correctly assigned a question from the instrument to its
research objective; that number was then divided by the total number of expert participants in the
study. The FVI indicated the degree to which the questions on the questionnaire answered
specific research objectives. An FVI value of greater than 0.8 was used as the criteria for
determining if the instrument was a valid measure for this study (Robinson et al., 1991). The
CVI measured how appropriate a question was for measuring specific constructs such as
customer satisfaction, output, strategy, or employee behavior. The purpose of the content validity
study was explained to the participants by a letter (Appendix C) in which participants were
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reminded that participation in the validation process was optional and that their responses would
be kept confidential. The content experts were also informed that the researcher might contact
them to obtain additional information.
The instrument scored a CVI of .81 and an FVI of .91. The CVI indicated that there was
an 81% agreement among the content experts on the content validity of the instrument. The FVI
indicated that there was a 91% agreement among the content experts on the correlation between
the objectives of the study and the questions on the instrument. Based on the low weighting for
question relevance (0.3) in the CVI, Question 9 Section 4 of the instrument was removed from
Section 4 and converted to a stand-alone question in Section 5 (Appendix B). The results of the
instrument validation may be found in Appendix D.
A final validity check was incorporated in question nine of the questionnaire. Question
nine asked the respondents to describe their levels of knowledge about the items on the
questionnaire; the questions were taken or adapted from an earlier instrument used by Knoke and
Reynolds (1988). The review of literature did not indicate that previous studies on the effects of
reserve employee activation had captured information on the respondent’s level of knowledge.
Moreover, the Cybernetica Consulting, Inc. (2003) study indicated that respondent answers to
questions regarding the effects of reserve employee absences were dependent upon the
respondent’s position in the organization. Question nine asked the respondent to choose one
response from six possible choices, ranging from, “I do not know anything about the items on
this survey,” to “I am an expert on all items included in this survey.”
Pilot Study
The pilot study helped guide the design of the study. The purpose of the pilot study was
to test the instrument’s quality and the data collection procedures, including whether the
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respondents understood the instructions for completing the instrument. The pilot study was
conducted using a random sample drawn from the ESGR database chosen specifically to prevent
contamination of the random sample used for the study. Pilot test procedures for the ESGR
database recipients was performed following the methodology for data collection for the study as
described in the “Data Collection Technique” section below.
The reliability of the scales in the instrument was measured using Cronbach’s alpha. A
Cronbach’s alpha of greater than 0.7 was used as the criteria for determining if the instrument
was a reliable measure for this study (Robinson et al., 1991). Cronbach’s alpha is an indicator of
inter-item reliability. Measures of reliability are based on the assumption that all items in a scale
measure similar constructs. This assumption is similar to the assumptions for the Spearman
Brown measure of reliability (Remmers, Shock, Kelley, 1927; Ruch, Ackerson, Jackson, 1926).
According to Cronbach (1951), “A high α is therefore to be desired, but a test need not approach
a perfect scale to be interpretable” (p. 332). The formula for Cronbach’s alpha is shown below:
α =

Nxc
(v+ (N – 1) x c)

In this formula, c equals the average of all covariances between the items in the instrument, v
equals the average variance for the entire instrument, and N = the number of items in the
instrument. Cronbach (1951) states that, “It is true that a test where all items represent the same
content factor with no error of measurement is maximally interpretable. “Everyone attaining the
same score would mark items in the same way.” (p. 330). Thus, an instrument in which all the
respondents mark all of the items the same would have no variance, therefore, the average
covariance between items and the total variance for the instrument would both equal one giving
an α of 1. The Cronbach’s a for the three scales in the instrument ranged from .62 to .73.
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The random sample size utilized for the pilot test was 66. The sample for the main study
was selected first, and then the sample was selected for the pilot test. All individuals selected for
the pilot test were contacted by telephone and asked to participate in the study prior to the
mailing of the survey.
The data collection process for the pilot study began on January 19, 2009. Due to the time
required to make the phone calls, the pilot test sample was divided into three groups, but the
procedures used to collect the data were identical. For example, during the first week of data
collection, 30 potential respondents were called to request that they respond to the survey when
they received it. Then the first mailing of the survey was completed to these 30 respondents
during the week of January 19-23, 2009, followed by the second mailing to this group two weeks
later, and a telephone follow-up two weeks after the second mailing. Using identical procedures,
the mailing cycle for the second group of 30 respondents was initiated during the week of
January 26-30, 2009, and the mailing cycle for the third group of 6 respondents was initiated
during the week of February 2-6, 2009.
Although 33 individuals responded, three surveys were not usable. Therefore, the usable
response rate for the pilot study was 45% (30 out of 66). Data collected from the pilot study
indicated that the instrument appeared to be appropriate for this study and no changes were made
to the instrument as a result of the pilot test.
Graduate Committee and IRB Approval
Prior to collecting data, the researcher obtained permission to gather data from the
graduate committee. Next, the researcher obtained approval for the research proposal from the
Louisiana State University Institutional Review Board (IRB). The Louisiana State University
(IRB) granted an exemption for the study, project number 2008-4296.
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Data Collection
The procedures used for data collection were identical to those used for the pilot study.
Once permission was received to begin collecting data, addresses were obtained for the
respondents from the employer support database using MapQuest and WhitePages.com. Prior to
mailing the questionnaire, the researcher contacted potential respondents by telephone, email, or
by written correspondence to increase the probability that the questionnaire was answered by an
individual familiar with the effect that the absence of a reserve employee has on an
organization’s operations. These individuals may have included the reserve employee’s
supervisor, an HR manager, or any line manager within the organization who was aware of the
effect that activation or turnover has on the organizations operations.
The first phase of data collection included two parts. First, the researcher called each
person or organization in the sample and verified that the potential respondent had the necessary
knowledge to respond to the survey. As part of the first phase of data collection, this phone call
was followed by the initial mailing of the instrument via postal mail along with an explanatory
letter (Appendix F) and a self-addressed, stamped return envelope. The second phase of data
collection included a mailed letter in which the members of the sample were asked to respond to
the previously mailed survey packet (Appendix G). The third phase of data collection also
included two parts. First, the researcher called each person to ask them to respond to the survey.
Then, the survey packet was mailed, with the packet consisting of an explanatory letter
(Appendix H), another questionnaire, and a self-addressed stamped return envelope.
The researcher gathered all of the data for this study. The sample units drawn from the
ESGR database were assigned a code, which was associated with the civilian employer’s name
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and kept in a ledger that is stored in a locked safe. Only the researcher was aware of the identity
of the employers. Finally, respondents were offered a summary of the completed study.
Data collection began on March 9, 2009 with a first mailing; followed by a second
mailing two weeks after the first mailing, and finally a telephone follow-up two weeks after the
second mailing. The final usable survey arrived in the mail on May 11, 2009. A total of 125
responses were received and 117 of these responses were usable, yielding a response rate of
56.8% (117 out of 206). Of the 117 usable responses, 25 (21.4%) were collected during the third
phase (telephone follow-up) of data collection.
Data Analyses
Data Analysis for Objective One
Objective one was to describe employers of reservists on the following characteristics: a)
number of employees supervised by average annual headcount, b) organization type, c) length of
time (measured in months) required to bring the organization’s operations back to its preactivation level of performance as perceived by the respondent, and d) strategy incorporated by
the organization to adapt to the absence of the reserve employee. The interval variables
headcount and length of time required to bring the organization back to its pre-activation level of
performance were analyzed using frequencies, means, and standard deviations. The nominal
variables organizational type and strategies incorporated to adapt to the absence of the reserve
employee were analyzed using frequencies and percentages within categories.
Data Analysis for Objectives Two, Three, and Four
Objective two was to describe the perceived effects of activation on changes in customer
satisfaction by comparing various researcher selected measures of pre-activation to postactivation levels of customer satisfaction. Objective three was to describe the perceived effects of
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activation on changes in employee behavior by comparing various researcher selected measures
of pre-activation to post-activation levels of employee behavior. Objective four was to describe
the perceived effects of activation on changes in product or service output by comparing various
researcher selected measures of pre-activation to post-activation levels of product or service
output.
The respondents recorded any changes in customer satisfaction, employee behavior, or
organizational output using a five-point Likert-type scale: 1 = Substantial decrease, 2 =
Decrease, 3 = No change, 4 = Increase, and 5 = Substantial increase. For all three scales, the
individual items and the scale means were analyzed using means and standard deviation, and
frequencies.
Data Analysis for Objective Five
Objective five determined whether a relationship existed between organizational types as
selected by the respondent and the strategy employed by the organization to adapt to the loss of
the reservist. The Allison-Aipa et al. (2005) study listed seven strategies incorporated by civilian
employers to adapt to the loss of the reserve employee. In addition, based on personal
experience, the researcher added the strategy of automating the job as an additional strategy.
The review of literature provided no indication of whether certain organizations favor
particular strategies, thus correlating a strategy to a type of organization would possibly enable
organizations to determine which strategies are favorable to their particular industry.
Respondents were provided with a list of potential strategies and were asked to rank the
strategies incorporated by the organization to adapt to the absence of a reserve employee
numerically from 1 to 8, where 1 was the most used strategy and 8 was the strategy least used
and a 0 indicated that the strategy was not used. For Objective five, the nominal variable
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organizational strategy measured by the 0 – 8 usage rate scale and the nominal variable type of
organization were analyzed, using the Chi-square procedure. The Kruskal-Wallis Test for k
samples was run to determine if strategy measured by usage rates was independent of
organization type.
Data Analysis for Objective Six
Objective six was to determine if a relationship existed between time (measured in
months) required to bring the organization’s operations back to its pre-activation level of
performance and the strategy employed by the organization to adapt to the loss of the reservist.
The Allison-Aipa et al. (2005) study listed seven strategies incorporated by civilian employers to
adapt to the loss of the reserve employee. However, prior to this study, there was no indication of
how effective any of these strategies were at returning the civilian employer back to the
organization’s pre-activation level of operations. In addition, based on personal experience, the
researcher added the use of automation and technology as an additional strategy.
A comparison of the time required to bring the organization’s operations back to normal
by strategy may help to identify the most effective strategies, i.e., those strategies that exhibit the
shortest time required to bring organizational operations back to a pre-activation level of
performance. Univariate analysis of variance (ANOVA) was used to determine if differences
existed in the number of months to return to a normal level of operations by strategy employed.
A statistical difference indicated that one or more strategies differed based on the time measure.
Strategy responses for each respondent are measured using usage rates that range from one to
eight, where a one response indicates a strategy used with the greatest frequency by the
respondent and an eight response indicates a strategy used with the lowest frequency by the
respondent. A zero response indicated that the strategy had not been employed.
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Finally, to estimate whether the mean months to return to a normal level of operations
differs significantly based on strategy type, a post hoc analysis was performed. If Levene’s test
indicated that the error variances were equal, the Tukey’s Honest Significant Difference would
have been ran to determine if there was a significant difference between the number of months to
return to a normal level of operations by strategy. If Levene’s test had indicated that the error
variances are not equal the Games-Howell test would be employed rather than Tukey’s Honest
Significant Difference to determine if there was a significant difference between the number of
months to return to a normal level of operations by strategy. The Games-Howell test was chosen
because it is the most accurate test when sample sizes are unequal and large (Field, 2005).
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CHAPTER 4: FINDINGS
Purpose of the Study
The purpose of this study was to examine the effects of deployment on organizational
operations. The effects of activation are consistent with studies on the effects of deployment of
military reserve employees and turnover. Both have the potential to impact organizational
performance. Data collection took place in the spring of 2009. During this time, the United States
involvement in Iraq was winding down and its involvement in Afghanistan was increasing.
Differences in Responses to Key Variables by Respondent Knowledge of Survey Items
Question nine in the survey instrument asked the respondents to describe their levels of
knowledge about the items on the questionnaire; the questions used to assess respondent
knowledge about the items in the survey were taken or adapted from an earlier instrument used
by Knoke and Reynolds (1988). The review of literature did not indicate that previous studies on
the effects of reserve employee activation had captured information on the respondent’s level of
knowledge. Moreover, the Cybernetica Consulting, Inc. (2003) study indicated that respondent
answers to questions regarding the effects of reserve employee absences were dependent upon
the respondent’s position in the organization.
Question nine asked the respondent to choose one response from six possible choices,
ranging from “I do not know anything about the items on this survey” to “I am an expert on all
items included in this survey.” Responses from question nine were combined into two samples,
those who responded that the items on the questionnaire comprised 50% or less of their normal
job function (choices 1, 2, & 3 from question 9), and those who responded that the items on the
questionnaire comprised greater than 50% of their normal job function (choices 4, 5, & 6 from
question 9).
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The researcher determined á priori that a significant independent sample t test (p < 0.05)
would indicate that there was a significant difference between the two sample means. Finally,
Levene’s test for homogeneity of variances was run to determine whether the means from the
responses could be analyzed with equal variances assumed or not assumed. The t-tests were
conducted with three variables used as the dependent variables, namely, the grand means of the
customer satisfaction, employee behavior, and organizational output scales.
As the data in Table 3 indicate, two of the three t tests were statistically significant. These
measures were customer satisfaction and organizational output. Thus, a statistically significant
difference did exist between the responses from the respondents who perceived that the items on
the questionnaire comprised less than 50% of their normal job function, and those respondents
who perceived that the items on the questionnaire comprised more than 50% of their normal job
function for the customer satisfaction and organizational output measures. The effect sizes for
these differences were moderate according to Cohen (1988).
Table 3. Independent Samples t Test of Respondents Knowledge of Items in the Questionnaire

Knowledge

Levene’s Test for
Equality of
Variances

Scale

Cohen’s
p
Low High F
p
t
df (2-tailed)
d
2.24 104
.027
-.37
n 34.00 80.00 10.86 .001
Customer
3.04
3.14
m
Satisfactiona
sd 0.18 0.33
.748
-0.29 115
.775
n/a
n 35.00 82.00 0.10
Employee
M 3.06 3.04
Behaviorb
sd 0.25 0.30
.005
2.30 102
.024
-.47
n 35.00 82.00 8.15
Organizational
M 3.20 3.37
a
Output
sd 0.27 0.44
Note. The items included in these scales are reported later in this chapter in the section for
research objectives 2, 3, and 4.
a
Equal variances not assumed. bEqual variances assumed.
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Differences in Responses to Key Variables by Existence of Direct Respondent Contact
During the pilot study, the committee chair, the researcher, and a committee member had
some concerns as to whether there would be a statistically significant difference between the
responses of the respondents with whom the researcher had directly spoken to and the responses
of those respondents with whom the researcher had not spoken with directly. To measure
whether direct contact had an effect on the responses, the researcher recorded whether or not
direct spoken contact was initiated with a respondent.
The researcher determined á priori that a significant independent sample t test (p < 0.05)
would indicate that there was a significant difference between the two sample means. Finally,
Levene’s test for homogeneity of variances was run to determine whether the means from the
responses could be analyzed with equal variances assumed or not assumed. The measures chosen
to determine whether knowledge affected the responses were the grand means of the customer
satisfaction, employee behavior, and organizational output scales.
As Table 4 indicates, none of the three t tests were statistically significant at the pre-set
level (p < .05), thus, a statistically significant difference did not exist between the responses from
the respondents who spoke directly with the researcher and those who did not. Therefore, the
responses from the survey can be generalized to the population of civilian employers who
support the ESGR because the responses are not dependent upon whether the respondent spoke
directly with the researcher.
The final data for this study included the pilot test data since no changes were required
for the instrument or the data collection procedures. Since this t-test was incorporated into the
study’s procedures later in the study, the N for this analysis was less than 117. Cohen’s d is an
effect size measure based on the sample means.
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Table 4. Independent Samples t-Test Comparing Responses from Respondents Who Spoke
Directly With the Researcher Verses Respondents Who Did Not
Levene’s Test
for Equality
of Variances
Did not
speak Spoke
with
With
Cohen’s
p
Scale
contact contact
F
p
t
df (2-tailed)
d
1.27 .263 -0.24 93
.811
-.04
n 34.00 61.00
Customer
3.14
m 3.13
Satisfaction
0.31
sd 0.25
0.00 .977 0.97 95
.337
.18
n 36.00 61.00
Employee
3.02
M 3.07
Behavior
0.30
sd 0.27
2.61 .109 -0.96 95
.338
-.18
n 36.00 61.00
Organizational
3.37
M 3.30
Output
0.44
sd 0.31
Note. Equal variances assumed. The items included in these scales are reported later in this
chapter in the section for research objectives 2, 3, and 4.
Differences in Responses to Key Variables between Early and Late Respondents
An independent sample t test was run to determine whether early and late respondents
differed on the grand means of the customer satisfaction, employee behavior, and organizational
output scales (Lindner, Murphy, & Briers, 2001). The researcher determined á priori that a
significant independent sample t test (p < 0.05) would indicate that there was a significant
difference between the two sample means.
Finally, Levene’s test for homogeneity of variances was ran to determine whether the
means from the responses can be analyzed with equal variances assumed or not assumed. As
Table 5 indicates, none of the t tests were statistically significant at the pre-set level (p < .05.).
A statistically significant difference did not exist between the early and late responses;
therefore, the t-test indicated that the two populations are not statistically different. The
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responses from the survey can be generalized to the population of civilian employers who
support the ESGR because the responses are not dependent upon when the participant responded.
Table 5. Independent Samples t-Test Comparing Results from Early and Late Respondents
Levene’s Test for
Cohen’s
Respondents
Equality of Variances
p
d
Scale
t
df (2-tailed)
Early
Late
F
p
23.00
0.01
.909
0.75 112
.457
.20
n 91.00
Customer
3.13
3.07
m
Satisfaction
0.28
sd 0.33
25.00
1.50
.224
-1.49 115
.139
-.32
n 92.00
Employee
3.12
M 3.03
Behavior
0.29
sd 0.28
25.00
0.14
.707
-.85 115
.398
.20
n 92.00
Organizational
3.26
M 3.34
Output
0.37
sd 0.41
Note. Equal variances assumed. The items included in these scales are reported later in this
chapter in the section for research objectives 2, 3, and 4.
Research Objective One
Research Objective one was to describe employers on selected characteristics of the
organization. The instrument captured data on the number of employees supervised as measured
by average annual headcount. As shown in Table 6, the number of employees supervised ranged
from 1 to 5,200. The median number of employees supervised was 37 and the mean was 273 (SD
= 697.24). Of the respondents, 25.6% supervised 10 employees or less, 50.4% supervised 37
employees or less, and 75.2% supervised 140 employees or less. Descriptors were used to
capture the type of industry in which the respondent organization participates.
Respondents were asked to choose from one of the following organization types;
transportation and material moving; management, professional, or related occupation; service
sector; sales and office administration; construction, extraction, and maintenance; and farming,
forestry, and fishing. Table 7 provides the frequency and percentage of respondents by
organization type.
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Table 6. Number of Employees Supervised
Valid Cumulative
Employees
Supervised f
%
%
%
1
4 3.4
3.4
3.4
2
4 3.4
3.4
6.8
3
3 2.6
2.6
9.4
4
2 1.7
1.7
11.1
5
4 3.4
3.4
14.5
6
1 0.9
0.9
15.4
7
2 1.7
1.7
17.1
8
4 3.4
3.4
20.5
9
1 0.9
0.9
21.4
10
5 4.3
4.3
25.6
12
3 2.6
2.6
28.2
13
1 0.9
0.9
29.1
14
2 1.7
1.7
30.8
15
3 2.6
2.6
33.3
17
1 0.9
0.9
34.2
18
2 1.7
1.7
35.9
20
2 1.7
1.7
37.6
21
1 0.9
0.9
38.5
22
2 1.7
1.7
40.2
25
2 1.7
1.7
41.9
26
1 0.9
0.9
42.7
27
2 1.7
1.7
44.4
30
4 3.4
3.4
47.9
35
2 1.7
1.7
49.6
37
1 0.9
0.9
50.4
40
6 5.1
5.1
55.6
44
2 1.7
1.7
57.3
50
2 1.7
1.7
59.0
53
1 0.9
0.9
59.8
54
1 0.9
0.9
60.7
60
2 1.7
1.7
62.4
65
1 0.9
0.9
63.2
75
2 1.7
1.7
65.0
78
1 0.9
0.9
65.8
80
1 0.9
0.9
66.7
(table continues in next column)
Note. M = 273 (SD = 697.24). Md = 37.

Employees
Supervised
f
83
1
94
1
100
2
107
1
108
1
120
1
130
1
135
1
140
1
145
1
146
1
148
1
150
1
175
1
180
1
250
1
300
1
350
2
357
1
500
1
522
1
575
1
600
2
700
1
750
1
843
1
884
1
1,100
2
1,400
1
1,500
1
2,100
1
2,400
1
2,700
1
3,000
1
5,200
1
Totals: 117
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%
0.9
0.9
1.7
0.9
0.9
0.9
0.9
0.9
0.9
0.9
0.9
0.9
0.9
0.9
0.9
0.9
0.9
1.7
0.9
0.9
0.9
0.9
1.7
0.9
0.9
0.9
0.9
1.7
0.9
0.9
0.9
0.9
0.9
0.9
0.9
100.0

Valid Cumulative
%
%
0.9
67.5
0.9
68.4
1.7
70.1
0.9
70.9
0.9
71.8
0.9
72.6
0.9
73.5
0.9
74.4
0.9
75.2
0.9
76.1
0.9
76.9
0.9
77.8
0.9
78.6
0.9
79.5
0.9
80.3
0.9
81.2
0.9
82.1
1.7
83.8
0.9
84.6
0.9
85.5
0.9
86.3
0.9
87.2
1.7
88.9
0.9
89.7
0.9
90.6
0.9
91.5
0.9
92.3
1.7
94.0
0.9
94.9
0.9
95.7
0.9
96.6
0.9
97.4
0.9
98.3
0.9
99.1
0.9
100.0
100.0

The majority of respondents indicated that their organization was involved in the “Service
Sector.” “Professional, Managers, or related occupations” was the organization type with the
second highest response rate and the remaining organization types comprised the remaining
22.2% of the responses. Respondents were asked how quickly the organization was able to return
to its pre-activation level of performance, measured in months. The mean for the number of
months to return to a normal level of operations was 1.64 (SD = 3.18).
Table 7. Frequency and Percentages of Organization Types Reported by Respondents
Organization Type
%
f
Service Sector
68 58.1
Professional, Managers, or related occupations 23 19.7
Construction, Extraction, & Maintenance
11 9.4
Transportation & Material Moving
9 7.6
No Response
3 2.6
Sales & Office Administration
2 1.7
Farming, Forestry, & Fishing
1 0.9
Total
117 100
As shown in Table 8, the range was from 0 to 18 with a median of 0.50. The breakdown
by percentiles showed that 48.6% of the respondents indicated that their organization was not
affected by activation of the reserve employee. Just over half (51.4%) of the respondents
indicated that it took one-half month or less to return to a normal level of operations; and over
three-fourths (82.0%) indicated that it took two months or less. One respondent indicated that it
took 42 months to return to a normal mode of operations. The 42 month response was removed
from the analysis based on the results of the Q-Q plot (Appendix K). The Q-Q plot provides a
graphic representation of the number of months to return to a normal level of operations relative
to an expected normal value to determine if the month data is normally distributed. The Q-Q plot
in Appendix K indicates that the distribution of 0 to 18 months clusters around the normal value
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curve as denoted by the straight line and that the 42 month data point is clearly an outlier because
it is not included in the 0 to 18 month cluster.
Table 8. Number of Months to Return to Normal Operations
Valid
Months
%
%
f
0.000
54
46.2
48.6
0.375
1
0.9
0.9
0.500
2
1.7
1.8
1.000
25
21.4
22.5
2.000
9
7.7
8.1
2.500
1
0.9
0.9
3.000
5
4.3
4.5
3.500
1
0.9
0.9
4.000
2
1.7
1.8
5.000
1
0.9
0.9
6.000
3
2.6
2.7
8.000
1
0.9
0.9
8.500
1
0.9
0.9
12.000
3
2.6
2.7
15.000
1
0.9
0.9
18.000
1
0.9
0.9
Responses: 111
94.9
100.0
Missing data:
6
5.1
Total: 117
100.0
Note. M = 1.64 (SD = 3.18). Md = .50.

Cumulative
%
48.6
49.5
51.4
73.9
82.0
82.9
87.4
88.3
90.1
91.0
93.7
94.6
95.5
98.2
99.1
100.0

The respondents were provided a list of potential strategies and asked to rank the
strategies used by the organization to adapt to the absence of a reserve employee numerically
from 1 to 8, where 1 was the most used strategy incorporated and 8 was the strategy least used.
The respondent was also allowed to add a strategy if needed. Although added strategies were not
used in the data analysis, such strategies provided additional descriptive information. Table 9
lists the strategies in order of the total number of respondents who utilized a strategy to adapt to
the absence of the reserve employee. The strategy that was used by the majority of respondents
to adapt to the absence of the reserve employee was the use of overtime (n = 109), the second
most used strategy involved increasing employee workload (n = 106), and the third most used
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strategy was to hire a part time replacement (n = 103). The remaining strategies responses ranged
from n = 98 to n = 102.
Table 9. Distribution of Strategies to Adapt to the Absence of a Reserve Employee
Rank

Strategy

Usage rates for strategies (f)
0
1 2 3 4 5 6 7
31 40 23 7 6 2 - a

Use overtime (require
employees to work
additional hours)
2
71 13 7 2 2
Use temporary fulltime
employment supplied by
an agency
3
61 12 10 11 5
Use part time
employment (students,
temporary agency)
4
59 22 8 9 4
Hire a fulltime
replacement employee
5
78 6 5 6 4
Reduce organizations
output
6
41 28 24 5 3
Increase employee
workload without adding
hour’s worked
7
81 3 2 3 3
Use contract labor
(outside independent
business)
8
81
- 1 4 1
Automate the job or
employ new technology
Note. A dash (-) indicates no response.
a
Number who did not use any of the eight strategies.
1

8
-

109

8

Grand
Total
117

Total Missing

-

2

2

-

100

17

117

2

1

1

-

103

14

117

-

-

-

-

102

15

117

-

1

-

-

101

16

117

4

1

-

-

106

11

117

3

-

2

-

100

17

117

6

3

1

-

98

19

117

Table 10 lists the strategies in order of the most used strategy as denoted by a “1”
response to adapt to the absence of the reserve employee. The most used strategy as denoted by a
“1” response to adapt to the absence of the reserve employee was the use of overtime (32.3%),
the second most used strategy involved increasing employee workloads (22.6%), and the third
most used strategy was to hire a full time replacement (17.7%). The remaining 27.4% was
comprised of the strategies temporary labor, part time labor, reduction in output, contract labor,
and automation. As shown in Table 10, the most used strategy as denoted by a “1” response to
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adapt to the absence of the reserve employee was denoted multiple times, thus indicating that
multiple strategies were selected as the most used. Therefore, N is greater than the number of
respondents. In addition to the close-ended question on strategy, respondents were encouraged to
expound on their strategy choices by responding to the following open-ended question. “Other
strategies used to adapt to the absence of the reservist (please describe).” The open-ended
responses regarding other strategies reported in Appendix I incorporated many of the choices
already provided in the close-ended question as perceived by the researcher.
Table 10. Distribution of Most Used Strategies as Denoted by a 1 Response
Strategy
%
f
1 Use overtime (require employees to work additional hours)
40 32.3
6 Increase employee workload without adding additional hours 28 22.6
4 Hire a full time replacement employee
22 17.7
2 Use temporary fulltime employment supplied by an agency
13 10.5
3 Use part time employment (students, temporary agency)
12
9.7
5 Reduce organizations output
6
4.8
7 Use contract labor (outside independent business)
3
2.4
8 Automate the job or employ new technology
0
0.0
Total
124 100.0
Research Objective Two
Research objective two was to describe the perceived effects of activation on changes in
customer satisfaction by comparing various researcher-selected measures of pre-activation to
post-activation levels of customer satisfaction. Cronbach’s alpha is an estimate of the reliability
(internal consistency) of a multi-item scale. The Cronbach alpha for the customer satisfaction
scale (seven items) was .55. Since a Cronbach’s alpha of less than .60 indicates that the scale had
minimum reliability (Robinson et al., 1991), the reliability calculations were analyzed to
determine if one or more items were not making positive contributions to the reliability of the
scale. This analysis revealed that the removal of items 2 and 6 would result in an increase of the
reliability coefficient from .55 to .63 and that the removal of any other item would decrease the
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reliability of the scale. Therefore, items 2 and 6 were removed from the scale and the final
reliability coefficient for the remaining five items was .63, which indicates the revised scale had
moderate reliability (Robinson et al., 1991). Presented in table 11 are the Cronbach alphas for
each item in the customer satisfaction measure and its effect on the reliability of the customer
satisfaction measure if the item is deleted.
The items in the revised scale, along with the two deleted items, are presented in Table 12.
The data reveals that the means for all individual items in the revised scale were all within one
standard deviation from the grand mean (see Table 12). Although items 2 and 6 were removed
from the scale, it is interesting to note that the mean for item 2 is well within one standard
deviation from the grand mean and item number 6 is barely within one standard deviation from
the grand mean.
Table 11. Cronbach Alphas for the Customer Satisfaction Measure if an Item is Deleted.
First Deletion
Cronbach
Customer
Alpha if
Satisfaction
Item
Item
Deleted
1
.492
2
.569
3
.439
4
.435
5
.496
6
.587
7
.531
Cronbach
Alpha for
Measure
.549

Second Deletion
Cronbach
Customer
Alpha if
Satisfaction
Item
Item
Deleted
1
.501
2
Deleted
3
.424
4
.451
5
.502
6
.633
7
.527

Third Deletion
Cronbach
Customer
Alpha if
Satisfaction
Item
Item
Deleted
1
.559
2
Deleted
3
.484
4
.636
5
.598
6
Deleted
7
.604

.556

.633

The customer satisfaction measures that were deleted are number two “How much did the level
of client/customer compensation for delivery of an inferior service or product change?” and
number 6 “How much did the overall quality of the organization’s output change?”
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Table 12. Distribution of Customer Satisfaction Responses
Variables in the Scale

Scale

1 How much did the level of
client/customer complaints
change?

Substantial Decrease
Some Decrease
No Change
Some Increase
Substantial Increase

3 How much did the level of
rework change due to
mistakes?

4

n

N

M

SD

0
5
94
15
1

115

3.10

.45

Substantial Decrease
Some Decrease
No Change
Some Increase
Substantial Increase

0
6
89
20
1

116

3.14

.49

How much did the number
of clients/customers served
by your organization
change?

Substantial Decrease
Some Decrease
No Change
Some Increase
Substantial Increase

1
8
98
8
1

116

3.00

.46

5

How much did the rate at
which your organization
gained or lost
clients/customers change?

Substantial Decrease
Some Decrease
No Change
Some Increase
Substantial Increase

0
3
108
3
1

115

3.02

.30

7

How much did the amount
of time spent training
employees on
client/customer satisfaction
issues change?

Substantial Decrease
Some Decrease
No Change
Some Increase
Substantial Increase

0
4
81
27
4

116

3.27

.58

2 How much did the level of
client/customer compensation
for delivery of an inferior
service or product change?

Substantial Decrease
Some Decrease
No Change
Some Increase
Substantial Increase

0
7
101
4
0

112

(Table Cont.)
.97

.31

(Table cont.)
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Variables in the Scale
6 How much did the overall
quality of the
organization’s output
change?

Scale
Substantial Decrease
Some Decrease
No Change
Some Increase
Substantial Increase

n
2
25
82
7
0

N
116

M
2.81

SD
.56

3.04

.24

Research Objective Three
Research objective three was to describe the perceived effects of activation on changes in
employee behavior by comparing various researcher-selected measures of pre-activation to postactivation levels of employee behavior. The Cronbach alpha for the employee behavior scale (six
items) was .25. Since a Cronbach’s alpha of less than .60 indicates that the scale had minimum
reliability (Robinson et al., 1991), the reliability calculations were analyzed to determine if one
or more items were not making positive contributions to the reliability of the scale.
This analysis revealed that the removal of items 2, 5, and 6 would result in an increase of
the reliability coefficient from .25 to .62 and that the removal of any other item would decrease
the reliability of the scale. Therefore, items 2, 5, and 6 were removed from the scale and the final
reliability coefficient for the remaining three items was .62, which indicates the revised scale had
moderate reliability (Robinson et al., 1991). Presented in table 13 are the Cronbach alphas for
each item in the employee behavior measure and its effect on the reliability of the employee
behavior measure if the item is deleted.
The items in the revised scale, along with the three deleted items, are presented in Table
14. Although items 2, 5, and 6 were removed from the scale, it is interesting to note that the
means for all items deviate further from the grand mean than do the means for items 1, 3, and 4.
Finally, the data in table 14 indicated that none of the items exceeded one standard deviation
from the grand mean.
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Table 13. Cronbach Alphas for the Employee Behavior Measure if an Item is Deleted.
First Deletion
Cronbach
Employee Alpha if
Behavior
Item
Item
Deleted
1
.177
2
.283
3
.180
4
.096
5
.143
6
.420
Cronbach
Alpha for
Measure
.250

Second Deletion
Cronbach
Employee Alpha if
Behavior
Item
Item
Deleted
1
.260
2
Deleted
3
.273
4
.126
5
.134
6
.425

Third Deletion
Fourth Deletion
Cronbach
Cronbach
Employee Alpha if Employee Alpha if
Behavior
Item
Behavior
Item
Item
Deleted
Item
Deleted
1
.249
1
.732
2
Deleted
2
Deleted
3
.287
3
.445
4
.185
4
.431
5
.619
5
Deleted
6
Deleted
6
Deleted

.283

.425

.619

Table 14. Distribution of Employee Behavior Responses
Variables in the Scale
1 How much did negative employee
behavior change?

Scale
Substantial Decrease
Some Decrease
No Change
Some Increase
Substantial Increase

n
0
10
91
16
0

N
117

M
3.05

SD
.47

3 How much did the level of employee
absences change?

Substantial Decrease
Some Decrease
No Change
Some Increase
Substantial Increase

0 117
5
101
11
0

3.05

.37

4 How much did the number of late
arrivals for work (tardiness) by
employees change?

Substantial Decrease
Some Decrease
No Change
Some Increase
Substantial Increase

0 117
2
109
6
0

3.03

.26

(Table Cont.)
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Variables not in the scale
2 How much did the level of employee
resignations change?

Scale
Substantial Decrease
Some Decrease
No Change
Some Increase
Substantial Increase

n
N
1 117
1
113
2
0

M
2.99

SD
.25

5 How much did the number of
employees who were satisfied with
their work change?

Substantial Decrease
Some Decrease
No Change
Some Increase
Substantial Increase
Substantial Decrease
Some Decrease
No Change
Some Increase
Substantial Increase

0
13
97
7
0
0
13
80
19
4

117

2.95

.41

116

3.12

.64

3.03

.19

6 How much did the number of team
efforts change?

Grand M
Research Objective Four

Research objective four sought to describe the perceived effects of activation on changes
in product or service output by comparing various researcher selected measures of pre-activation
to post-activation levels of product or service output. The Cronbach alpha for the organizational
output scale (five items) was .41. Since a Cronbach’s alpha of less than .60 indicates that the
scale had minimum reliability (Robinson et al., 1991), the reliability calculations were analyzed
to determine if one or more items were not making positive contributions to scale reliability.
This analysis revealed that the removal of item 1 would result in an increase of the
reliability coefficient from .41 to .64 and that the removal of any other item would decrease the
reliability of the scale. Therefore, item 1 was removed from the scale and the final reliability
coefficient for the remaining four items was .64, which indicates the revised scale had moderate
reliability (Robinson et al., 1991). Presented in table 15 are the Cronbach alphas for each item in
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the organizational output measure and its effect on the reliability of the organizational output
measure if the item is deleted.
The items in the revised scale, along with the deleted item, are presented in Table 16.
Although item 1 was removed from the scale, it is interesting to note that the mean for item 1
exceeds one standard deviation from the grand mean. Finally, table 16 shows that the mean for
the number of late deliveries was less than the grand mean while the remaining means in the
scale were greater than the grand mean.
Table 15. Cronbach Alphas for the Organizational Output Measure if an Item is Deleted.
First Deletion
Cronbach Alpha if
Employee
Item
Behavior
Deleted
Item
1
.642
2
.200
3
.158
4
.344
5
.256
Cronbach Alpha for
Measure
.406

Second Deletion
Cronbach Alpha if
Employee
Item
Behavior
Deleted
Item
1
Deleted
2
.530
3
.273
4
.126
5
.134
.642

Table 16. Distribution of Organizational Output Responses
Variables in the Scale

Scale

n

N

M

SD

2 How much did the level of effort
required to produce the organizations
output change?

Substantial Decrease
Some Decrease
No Change
Some Increase
Substantial Increase

1
1
71
40
4

117

3.38

.61

4 How much did the number of late
deliveries of products or services
change?

Substantial Decrease
Some Decrease
No Change
Some Increase
Substantial Increase

1 117
2
102
11
2

3.11

.41

(Table Cont.)
77

Scale

5 How much did the amount of time
spent training on employee
performance change?

Substantial Decrease
Some Decrease
No Change
Some Increase
Substantial Increase

0
5
77
29
6

117

SD
M
(Table Cont.)
3.31
.64

1 How much did the level of output
change?

Substantial Decrease
Some Decrease
No Change
Some Increase
Substantial Increase

3
21
80
11
2

117

2.90

.66

3.24

.32

Variables in the Scale

Grand M

n

N

Research Objective Five
Research objective five measures whether the strategy employed by the organization to
adapt to the loss of the reservist is independent of the type of organization. Respondents were
provided with a list of potential strategies and were asked to rank the strategies incorporated by
the organization to adapt to the absence of a reserve employee numerically from 1 to 8, where 1
was the most used strategy and 8 was the strategy least used and a 0 indicated that the strategy
was not used. For Objective five, the organizational strategy measured with the 0 – 8 usage rate
scale and the organization type were analyzed, using the Kruskal-Wallis Chi-square procedure.
Strategy responses were recorded by the respondent based on usage rates for each strategy. The
distributions for the strategy usage rate responses were all symmetrical indicating that the test for
independence could be conducted.
To measure strategy usage by organizational type the strategy data was coded using a two
digit grouping code. The digit in the tens place denoted the type of strategy and the digit in the
ones place denoted the usage rate for the strategy. For example, the strategy use overtime
(require employees to work additional hours) was coded 10. A respondent indicating that
overtime (require employees to work additional hours) was their second most used choice would
78

indicate this by writing a 2 next to the strategy choice overtime (require employees to work
additional hours).
The 10 plus the 2 produces the two digit grouping code 12. This indicates that the
respondent used overtime (require employees to work additional hours) as their second most
used strategy choice. The strategy grouping codes and the organization type responses were
structured in the data table so that the responses for each organization type were associated with
the grouping code. The range for the grouping code was 10 – 88. Finally, the organizational
types were entered as the test variable. The grouping codes were then tested by organizational
type using the Kruskal-Wallis Test for k samples to determine whether the distribution of the
strategies as measured by usage rate was independent of the type of organization. Table 17
provides the Chi-square, Mann-Whitney U, associated p values, and degrees of freedom for the
usage rates for the strategies by organizational type. The results from the Kruskal-Wallis Test
indicate that strategy type measured by the usage rate is independent of organizational type for
four of the six organizational types. For the organization types sales & office administration (x2 =
92.69, p = .001) and transportation and & material moving (x2 = 80.65, p = .017) strategy
measured by usage rate is not independent of the type of organization.
Post hoc analyses indicated that the test of independence between sales and office
administration and strategy was not significant (Mann-Whitney U = 15.00, p = .857), thus further
analyses were not conducted on this distribution. Post hoc analyses indicated that the test of
independence between transportation & material moving and strategy was significant (MannWhitney U = 1.50, p = .008), thus further analyses were conducted on this distribution. Table 18
provides a breakdown of strategies by usage rates for transportation & material moving
organizations.
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Table 17. Chi-square, Mann-Whitney U, p Values, and Degrees of Freedom for Strategy Usage
Rate by Organizational Type
Organization Type

a

df

a

Chisquare

a

p

Construction, Extraction, & Maintenance
56 63.97 .217
Farming, Forestry, & Fishing
56 63.85 .220
Professional, Managers, or related
56 47.65 .779
occupations
Service Sector
56 50.25 .691
Sales & Office Administration
56 92.69 .001
Transportation & Material Moving
56 80.65 .017
a
b
From the Kruskal-Wallis Test. From the Mann-Whitney U

b

MannWhitney
U
Test
15.00
1.50

b

p

a

Cramer
phi

-

-

.857
.008

.140

The following results are based on the count of strategy frequencies where a strategy not
used equals f 0 and all strategies that are used are summed to equal f x . Based on the frequencies
reported in Table 18, the strategy that was used more often than others by respondent
organizations in the transportation industry was overtime (f x = 5, f 0 = 3), the strategy least used
was reducing output (f x = 2, f 0 = 6).
The second most used strategy was increasing employee workload (f x = 4, f 0 = 4). Three
strategies were the third most used (f x = 3, f 0 = 4), these strategies were the use of part time
labor, a full time replacement, and automation or technology. The fourth and fifth most used
strategies respectively were hire a contractor (f x = 3, f 0 = 5) and use temporary labor (f x = 2, f 0 =
5).
Finally, the results from the Kruskal-Wallis Test which examined the independence of the
strategy and organizational type variables indicated that strategy was not independent of the
organizational type transportation. Additional analyses to determine if the usage rates were
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independent of the strategy types within the transportation sample were not ran due to
insufficient data.
Table 18. Strategy Types, Frequency of Usage Rates, and Usage Rates by Strategy
Usagea
Strategy
Rates
Use over time (require employees to work additional hours) 3 Not Used
1 Most Used
2 Used Second
2 Used Third
Use temporary fulltime employment supplied by an agency 5 Not Used
1 Most Used
1 Used Fourth
4 Not Used
Use part time employment (students, temporary agency)
1 Used Second
1 Used Third
1 Used Fifth
4 Not Used
Hire a fulltime replacement employee
3 Used First
6 Not Used
Reduce organizations output
1 Used Second
1 Used Sixth
Increase employee workload without adding hour's worked 4 Not Used
3 Most Used
1 Used Second
5 Not Used
Use contract labor (outside independent business)
1 Most Used
1 Used Fourth
1 Used Seventh
4 Not Used
Automate the job or employ new technology
1 Used Second
1 Used Fifth
1 Used Eighth
a
Usage rates describe the level in which each strategy was used by the respondent. The number
of respondents using the strategy per usage rate is in the column under f.
f
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Research Objective Six
Research Objective six addresses differences that may exist between the strategies
employed to adapt to the absence of the reserve employee and the time, measured in months to
bring the organization’s operations back to its pre-activation level of performance. Univariate
analysis of variance (ANOVA) was used to determine if differences existed in the number of
months to return to a normal level of operations by strategy employed. Strategy responses for
each respondent are measured using usage rates that range from one to eight, where a one
response indicates a strategy used with the most by the respondent and an eight response
indicates a strategy used with the least by the respondent. A zero response indicated that the
strategy had not been employed. The distribution of the means of months by strategy usage rates
was some what platykurtic but not skewed thus ANOVA was chosen as opposed to a
nonparametric analysis.
One respondent indicated that it took 42 months to return to a normal mode of operations,
a Q-Q plot (Appendix K) indicated that this value was an outlier and was removed from the
analysis. The results from the Univariate ANOVA are presented in table 19. These results
indicate that there is a statistically significant difference in the number of months required to
return to a normal level of operations for the following strategies: use temporary fulltime
employment supplied by an agency (F = 5.56, p = .001), increase employee workload without
adding hours worked (F = 2.51, p = .033), and use contract labor (outside independent business)
(F = 4.5, p = .003). The Cooks D for respondent 59 was 3.85. This value was left in the analysis
because it was associated with one of only two respondents from a sales and office
administration organization. Thus, removal of this data would have left sales and office
administration organizations underrepresented in the analysis. Levene’s test for equality of error
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variances indicated that there was a statistically significant difference in the error variances for
the month data for each strategy type (F = 3.16, p = .001). Due to the differences in the error
variances the Games-Howell test was employed rather than Tukey’s Honest Significant
Difference to determine if there was a significant difference between strategy and the distribution
of months to return to a normal level of operations. The Games-Howell test was chosen for this
analysis because it is the most accurate test when sample sizes are unequal and large (Field,
2005).
Table 19. Degrees of Freedom, MS, F, and p Values for the Univariate ANOVA, Dependent
Variable Months.
Variable

df

F

p

Use of overtime require employees to work additional hours
Use temporary fulltime employment supplied by an agency
Use part time employment (students, temporary agency)
Hire full time replacement employee
Reduce organizations output
Increase employee workload without adding hours worked
Use contract labor (outside independent business)
Automate the job or employ new technology

5
4
4
4
4
6
4
4

0.63
5.56
1.19
2.15
0.29
2.51
4.50
1.66

.678
.001
.326
.087
.886
.033
.003
.174

Partial
M
eta2 Square
.06
.30
.08
.14
.02
.22
.25
.11

5.16
45.63
9.76
17.68
2.35
20.59
36.94
13.58

As shown in table 20 the Games-Howell test indicated that there was one significant
mean difference in the number of months to return to a normal level of operations at (p < .05).
This difference was between the usage rates of 0 and 5 for the strategy use contract labor. The
result from the Games-Howell test indicates that an organization can reduce the number of
months required to return to a normal level of operations if it uses contract labor (outside
independent business) as it’s fifth selection as denoted by the 5 in table 20 rather than not using
contract labor (outside independent business) as denoted by the 0 in table 20.
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Table. 20 Mean Difference and p Values for 0 and 5 Usage Rates for Use Contract Labor
(Outside Independent Business)
Variable

Use contract labor (outside independent business)

(I) (J)

0

Note. The dependent variable is months.
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5

p

M
Difference
I-J

.006

1.21

CHAPTER 5: SUMMARY, CONCLUSIONS,
RECOMMENDATIONS AND DISCUSSION
Summary
Purpose of the Study
The purpose of this study was to examine the effects of deployment on organizational
operations. Describing the effect of activation on an organization’s operations may increase
awareness about the effects of labor stability in organizations. Abelson and Baysinger (1984)
stated that the effects of turnover in organizations should be measured by incorporating a
“…statistically significant…” measure of the turnover construct (p. 340). In their 2007 study,
Morrow and McElroy chose to study voluntary turnover as opposed to other forms of turnover,
because voluntary turnover had the most dysfunctional effect on organizational performance.
Activation provides a measure of turnover consistent with both studies, because it has the
potential to impact organizational performance and is voluntary from the employer’s perspective.
This is consistent with other research which measured specific types of turnover, such as which
employees left the organization and which departments had the highest rate of turnover (Dalton,
Krackhardt, Porter, 1981; Evans, 2006). However, parameters that differentiate activation from
other forms of turnover are the protected status of reservists, the frequency and duration of
deployments, the increased use of reservists in military operations, and the lack of advance
warning of deployments.
Objectives
Specific objectives for the study are:
1.

Describe employers of reservists in regard to the following characteristics:
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a.

Number of employees supervised by the respondent, measured by average annual
headcount

b.

Organization type using six descriptors: transportation and material moving;
management, professional, or related occupation; service sector; sales and office
administration; construction, extraction, and maintenance; and farming, forestry,
and fishing.

c.

Length of time measured in months to bring the organization’s operations back to
a pre-activation level of performance, as perceived by the respondent.

d.

Strategy incorporated by the organization to adapt to the absence of the reserve
employee, using eight descriptors: use overtime (require employees to work
additional hours), use temporary full time employment supplied by an agency, use
parttime employment (students, temporary agency), hire a full time replacement
employee, reduce the organizations output, increase employee workload without
adding hours worked, use contract labor (outside independent business), automate
the job or employ new technology, and one open response supplied by the
respondent.

2.

Describe the effects of activation as perceived by the respondent on changes in customer
satisfaction by comparing researcher-selected measures of pre-activation to postactivation levels of customer satisfaction. These measures were the respondent’s
customer complaints, customer compensation for inferior service, number of times the
same customer had to receive additional services or product replacements due to poor
quality, change in the size of the customer population served by the organization, rate at
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which the organization gained and lost customers, training in customer satisfaction, and
overall quality of the civilian employers output.
3.

Describe the effects of activation as perceived by the respondent on changes in employee
behavior by comparing researcher-selected measures of pre-activation to postactivation levels of employee behavior. These measures included overall employee
behavior, number of employee resignations, number of employee absences, tardy
behavior, team efforts, and employee satisfaction

4.

Describe the perceived effects of activation on changes in product or service output by
comparing researcher-selected measures of pre-activation to post-activation levels of
product or service output. These measures were output volume, level of employee effort ,
number of work schedule changes, amount of training on process efficiency, and the
number of late product or service deliveries.

5.

Determine if a relationship exists between organizational types as indicated by the
respondent, using the instrument-supplied descriptors and the strategy employed by the
organization to adapt to the loss of the reservist.

6.

Determine if a relationship exists between the time (measured in months) required to
bring the organization’s operations back to a pre-activation level of performance and the
strategy employed by the organization to adapt to the loss of the reservist.

Procedures
The target and accessible population for this study was comprised of 1,109 employers of
reservists in the state of Louisiana who have pledged support for the ESGR (ESGR, 2006).
Employers who sign a statement of support will agree to abide by the Uniformed Services
Employment and Reemployment Rights Act of 1994 (USERRA, 1994), will agree to provide
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managers with the means to accommodate the employment needs of the reserve employee, and
will support the military’s mission to protect the United States.
The instrument was developed from the researcher’s experience, the review of literature,
the research objectives, the pilot study, and input from the graduate committee. The researchers
experience with reserve employee activation included one incident where a reserve employee
was deployed for several weeks. During this period, employees from other facilities within the
same company were brought in to work in the reserve employees place while he was activated.
This involved procuring housing, training the employees before the reservist left, and
coordinating administrative duties such as pay, expenses, and locating vendors for the
replacement employees. The second incident involved annual training that generally lasted for
one week and involved the use of in-house overtime paid at time and one-half to cover the
reserve employee’s shift. Additionally, weekend reserve duty was also covered using overtime as
well. Finally, the researcher created the survey instrument for this study after a thorough search
of the literature revealed that existing instruments would not be valid for this study. There are
nine sections in the instrument (Appendix B).
The instrument scored a Content Validity Index (CVI) of .81 and a Factorial Validity
Index (FVI) of .91. The CVI indicated that there was 81% agreement among the content experts
on the content validity of the instrument. The FVI indicated that there was 91% agreement
among the content experts on the correlation between the objectives of the study and the
questions on the instrument. Based on the results of the CVI Question 9 in Section 4 of the
instrument was set aside as a stand-alone question. The results of the instrument validation are in
Appendix D.
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The sample size for the pilot study included 30 usable responses with a total of 33
respondents. There were 66 agreeable contacts made via telephone, providing a response rate of
45%. The sample collection began January 19, 2009, with a second mailing for each group
following two weeks after the first mailing, and a third mailing and telephone follow-up
following two weeks after the second mailing. The six additional contacts came from potential
respondents who either did not return calls for several weeks or who had initially refused to
participate in the study. Since a sample size of 30 was the target for the pilot test and since 30
usable responses were obtained, there was no follow-up for non-responses in the pilot study.
Data collection began on March 9, 2009, with a first mailing; a mailed follow-up was
mailed two weeks after the first mailing and finally, a third mailing and a telephone follow-up
was initiated two weeks after the second mailing. The 108th usable survey arrived in the mail on
May 11, 2009. Including the data gathered during the pilot study, there was a total of 534
contacts attempted, which led to 206 agreements to participate in the survey, which in turn
provided 125 responses; 117 of the 125 responses were usable for a response rate of 56.8 %.
Finally, 21.4% of the responses were gathered from the third mailing.
There was no statistically significant difference between early and late respondents.
Moreover, there was not a statistically significant difference between the responses from the
respondents who spoke directly with the researcher and those who did not. N for this analysis
was less than 117, because data collection had already begun when this requirement was made
by the chair and a committee member. Therefore, based on the results of the t test, direct contact
between the researcher and the respondent did not affect the generalizability of the findings to
the target population. However, there were statistically significant differences in the respondent’s
level of knowledge based on the organizational output and the customer satisfaction measures.
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Summary of the Findings
Research Objective One
Research Objective one described employers on selected characteristics of the
organization. The instrument captured data on the number of employees supervised as measured
by average annual headcount and used descriptors to capture the type of industry in which the
respondent organization participates.
Respondents were asked how quickly the organization was able to return to its preactivation level of performance, measured in months. In addition, the respondents were provided
a list of potential strategies and were asked to rank the strategies incorporated by the
organization to adapt to the absence of a reserve employee numerically from 1 to 8, where 1 was
the most used strategy, 8 was the strategy least used, and 0 indicated the strategy was not used.
The respondent was also allowed to add a strategy if needed. Although added strategies were not
used in the data analysis, such strategies provided additional descriptive information.
The mean for the number of employees supervised was 273 (SD = 697.24). The range
was 5199 with a minimum of 1, a maximum of 5200, and a median of 37. Of the respondents,
25.6% supervised 10 or less employees, 50.4% supervised 37 or less employees, and 75.2%
supervised 140 or less employees.
The mean for the number of months to return to a normal level of operations was 1.64
(SD = 3.18). The range was 18 with a minimum of 0, a maximum of 18, and a median of 0.50.
The breakdown by percentiles shows that 48.6% of the respondents indicated that their
organization was not affected by activation of the reserve employee, indicated as zero months to
return to a normal level of operations. There were 51.4% of the respondents who indicated that
their organization returned to a normal level of operations in 0.50 months or less, and 82.0%
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indicated that it took 2 months or less. Five respondents did not answer the question regarding
the number of months required to return to normal operations. Loughran et al. (2006) determined
that employment levels for civilian employers had returned to normal within four months after
the reserve employee had been activated. The results from this study are consistent with the
Loughran study where 90.1% of respondent employers indicated that their operations had
returned to normal within four months after the employee had been deployed.
The majority of respondents (58.1 %) indicated that their organization was involved in
the service sector; the next highest number of respondents, 19.7%, indicated that they were
employed by a professional, managerial, or related organization, and 9.4% of the respondents
indicated that their organizations were involved in construction, extraction and maintenance, and
7.6% were involved in transportation and material moving. Finally, 1.7% of the respondent
organizations were involved in sales and office administration, and 0.9% in farming, forestry,
and fishing. Finally, three respondents (2.6%) did not indicate an organization type.
The most popular strategy used by respondents to adapt to the absence of the reserve
employee was the use of overtime (32.2%), the second most preferred strategy involved an
increase of employee workload (22.6%), the third most used strategy was hiring a full time
replacement (17.7%), and the fourth most popular strategy involved the use of temporary labor
(10.5%). The Allison-Aipa study found that 68% of respondents agreed or strongly agreed that
increasing employee workload led to low employee morale. This seems to indicate that a
majority of the respondents in the Allison-Aipa study employed an increase in workload as a
strategy to cope with the absence of the reserve employee, compared to a little over one-half of
the respondents in this study (32.3% for overtime plus 22.6% for increasing employee
workload). Combining the temporary, part time, and full time categories provided a total of
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37.9% of employers using some type of replacement strategy to cope with the absence of the
reserve employee, which was less than the percent found in the Allison-Aipa study (57%).
Finally, the use of part-time labor (9.7%), reduction in output (4.8%), contract labor (2.4%), and
automation (0.0%) were the least employed strategies. In addition to the close-ended question on
strategy, respondents were encouraged to expound on their strategy choices by responding to the
following open-ended question. “Other strategies used to adapt to the absence of the reservist
(please describe).”
Research Objective Two
Research objective two was to describe the perceived effects of activation on changes in
customer satisfaction by comparing various researcher-selected measures of pre-activation to
post-activation levels of customer satisfaction. These measures were customer complaints,
changes in the size of the customer population served by the organization, training on customer
satisfaction issues, the level of rework, and the rate at which the organization gained and lost
customers.
The majority of respondents (69.8% – 93.9%) indicated that activation of the reserve
employee had no effect on any of the customer satisfaction measures. These results agree with
the Cybernetica Consulting, Inc. Consulting, Inc. study of 2003. In addition, approximately 2.6%
to 6.9% of the respondents indicated a small decrease in the customer satisfaction measures, and
one respondent indicated a large decrease in customer satisfaction measures. Some increase in
the customer satisfaction measures was indicated by 2.6 to 23.3 % of the respondents. Finally,
eight respondents indicated a substantial increase in customer satisfaction issues, due to
activation of the reserve employee.
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While these results run counter to the majority of literature proposing that reserve
employee activation is deleterious to the civilian employers operations, the results do support the
tenet that not enough research has been performed in this area to support any conclusions
(Congressional Budget Office (CBO), 2005; Golding, 2007; Gotz, 2003; Hutchinson et al., 1997;
Staw, 1980). Finally, based on a comparison of the grand mean to the mean response for each
variable, the results from this study indicated that there was an increase in training on customer
satisfaction, customer complaints, and level of rework and a negligible effect on the number of
clients/customers served and the rate at which the organization gained and lost customers.
Research Objective Three
Research objective three described the perceived effects of activation on changes in
employee behavior by comparing various researcher-selected measures of pre-activation to postactivation levels of employee behavior. These measures include number of employee absences,
negative employee behavior, and tardy behavior.
The majority of respondents (77.8% – 93.2%) indicated that activation of the reserve
employee had no effect on any of the employee behavior measures. These results agree with the
results received in the Cybernetica Consulting, Inc. Consulting, Inc. study of 2003. In addition,
1.7% to 8.6% of the respondents indicated some decrease in the employee behavior measures
and approximately 5.1% to 13.7 % of the respondents indicated some increase in the employee
behavior measures. Finally, no employee behavior measure deviated greatly from the grand
mean.
Research Objective Four
Research objective four sought to describe the perceived effects of activation on changes
in product or service output by comparing various researcher selected measures of pre-activation
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to post-activation levels of product or service output. These measures were level of employee
effort , number of work schedule changes, amount of training on process efficiency, and the
number of late product or service deliveries.
The majority of respondents (53.9% – 87.2%) indicated that activation of the reserve
employee had no effect on the organizational output measures. These results are in line with the
results received by in the Cybernetica Consulting, Inc. Consulting, Inc. study of 2003. However,
a minority of respondents also indicated that there was a slight decrease (0.9% - 4.3%) in
organizational output measures; two respondents indicated a substantial decrease in
organizational output measures. Of the respondents, 9.4 % to 39.3 % indicated that there was a
slight increase in organizational output measures, and (1.7% to 5.1%) of the respondents
indicated that there was a substantial increase in organizational output measures.
These results differ with the 2005 Allison-Aipa et al. study. The Allison-Aipa study
found that 50% of employers indicated that critical work skills had been adversely affected by
reserve employee deployment, possibly indicating the need for training, while only 30.0% of the
respondents in this study reported that training on employee performance had increased. Fifty
percent of the respondents in the Allison-Aipa study indicated that activation had a negative
effect on product delivery/workflow. Conversely, 87.2 % of the respondents in this study
reported no changes in the delivery of products and services, and only 11.1 % reported a slight to
substantial increase in the number of late deliveries.
Finally, the Allison-Aipa study reported that 61% of the respondents agreed or strongly
agreed that changes in work scheduling had a negative effect on organizational performance. In
addition, the 2003 Cybernetica Consulting, Inc. study reported that 56% of supervisors were
concerned that an increase in deployments would adversely affect operations. Consistent with
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these findings, this study found that 44.4 % of respondents reported some increase or a
substantial increase in work schedule changes.
Finally, based on a comparison of the grand mean to the mean response for each variable
result this study indicated that there was a decrease in the measure for number of late deliveries.
However, there was an increase in the measures for level of work schedule alterations, the level
of effort required to produce the organization’s output, and the training on employee
performance measures.
Research Objective Five
Research objective five measures whether organizational type is independent of the
strategy employed by the organization to adapt to the loss of the reservist. The Kruskal-Wallis
statistic for the test between the type of organization, transportation & material moving (x2 =
80.65, p = .017) and sales & office administration (x2 = 92.69, p = .001) revealed that strategy
measured by strategy usage rate was not independent of organizational type.
Post hoc analyses indicated that the Chi-square value for sales and office administration
and strategy was not significant (Mann-Whitney U = 15.00, p = .857), thus further analyses were
not conducted on this distribution. Post hoc analyses indicated that the Chi-square value for
transportation & material moving and strategy was significant (Mann-Whitney U = 1.50, p =
.008), thus further analyses were conducted on this distribution. The breakdown of strategies
within the organization type transportation revealed that overtime was the most used strategy
with a usage rate (frequency) of five. The second most used strategy was increasing employee
workload with a usage rate of four. Third most used strategies included part time labor, full time
labor, and the use of automation or technology with usage rates of three. Finally, the least used
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strategies were contract labor with a usage rate of 3 and temporary labor and reduction in output
with usage rates of 2.
Research Objective Six
Research objective six addresses associations that may exist between the strategy
employed by the organization to adapt to the absence of the reserve employee and the time,
measured in months required to bring the organization’s operations back to its pre-activation
level of performance. Univariate analysis of variance (ANOVA) was used to determine if
differences existed in the number of months to return to a normal level of operations by strategy
employed. Strategy responses for each respondent are measured using usage rates that range
from one to eight, where a one response indicates a strategy used with the greatest frequency by
the respondent and an eight response indicates a strategy used with the lowest frequency by the
respondent. A zero response indicated that the strategy had not been employed.
The ANOVA found that the use of a temporary employee (F - = 5.56, p = .001),
increasing employee workload (F = 2.51, p = .033), and the use of contract labor (F = 4.50, p =
.003) were all significant. However, Levene’s test indicated that the error variance for the
number of months was not equal. Therefore, the Games-Howell test of significance was used to
determine if any of the findings were significant.
The Games-Howell test revealed that there was one significant relationship between the
use of contract labor at the fifth usage rate and not using a contractor. (p = .006). The findings
indicated that hiring a contractor at the fifth usage rate reduced the number of months required to
return to a normal level of operations over not using a contractor.

96

Conclusions
The conclusions from this study are representative of the members of the Employer
Support of the Guard and Reserve (ESGR) in Louisiana. Statistical analyses comparing early and
late respondents and respondents who spoke directly with the researcher and those who did not
speak directly to the researcher indicated no significant differences. There were significant
differences between respondents who indicated that the items on the questionnaire comprised
more than 50% percent of their normal job function and those respondents who indicated that the
items on the questionnaire comprised less than 50% of their normal job function based on the
customer satisfaction and organizational output measures. However, there is no reason to believe
that the research method had any affect on the respondent’s level of knowledge. Moreover, since
random selection was used to select respondents there is no reason to assume that the distribution
of knowledge in the sample and in the population from which the sample was drawn were
significantly different. Finally, the sample was drawn from the Louisiana ESGR; therefore
inferences made about populations outside of the Louisiana ESGR should be made with caution.
Conclusion One
The majority of the respondents were employed by service organizations. The second
largest number of respondents reported that they were employed by a management, professional,
and related organization. This differs from the 2005 CBO study in which management,
professional, and related organizations comprised the majority of organizations that employed
reservists. Over half of the respondents reported that overtime and increasing the employee’s
workload were their two most popular strategy choices which is consistent with (Allison-Aipa et
al, 2005).
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Employees with a military background are valued by their employers and the labor
market in general (Allison-Aipa et al., 2005; Daywalt, 2006; Lakhani, 1998; Lewis, 2004; Weitz
2007). Moreover, replacing the skills lost due to activation of the reserve employee has
historically been problematic for employers of reservists (Allison-Aipa et al., 2005; Doyle et al.,
2006; Settle, 2006). However, 90.1 % of respondents in this study indicated that their operations
returned to normal within four months, which is consistent with Loughran et al (2006). Thus, the
conclusion is that while the literature indicates that reserve employees are valued by their
employers the majority reservists are replaced within one month and the most popular strategies
employed to adapt to the loss of the reserve employee are overtime and increasing employee
workload.
Conclusion Two
A majority of the respondents perceived that the customer satisfaction measures were not
affected by reserve employee activation. These conclusions are not supported by the majority of
the literature on turnover and activation, these studies found that activation may result in a
reduction in customer satisfaction (Anderson, Fornell, Mazvancheryl, 2004; Daywalt & Herman,
2006; Koys, 2001; Mittal, Anderson, Sayrak, & Tadikamalla, 2005; Rust & Chung, 2006; Settle,
2006).
Due to the loss of the reservist, activation has a direct negative effect on the
organization’s capacity to compete in the market place, due to a reduction in customer
satisfaction, which may result in lost sales (Commission on the National Guard and Reserves,
2007; Doyle et al., 2006). In contrast the conclusion of this study based on a majority of the
responses is that customer complaints, change in the number of customers/clients, rate at which
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customers/clients were lost, level of rework, and training on customer satisfaction issues were
not affected by activation.
Conclusion Three
A majority of the respondents in this study perceived that absences, negative employee
behavior, and late arrivals for work remained unchanged during activation. Conclusions from
this study run counter to the majority of the literature on military reserve activation. Resentment
by employees as a result of organizational policies, practices, and increases in workload due to
activation may lead to negative types of behavior such as increased absenteeism, decreased job
performance, and an overall organizational climate that is not conducive to supporting the
organization’s mission (Allison-Aipa et al., 2005; Rhodes, 1990; Rhodes & Steers, 1990).
Moreover, Allison-Aipa et al. found that there was a negative relationship between
coworker workload and coworker morale and between the number of employees who were
activated and the work environment. Allison-Aipa et al. (2005) found a positive correlation
between adverse effects on worker morale and the number of replacement employees hired to fill
in for the deployed employee. Moreover, Evans (2006) found that once the organization’s
mission is adversely affected, negative cultural concerns may develop at the departmental or
team level, which in turn may prove to be deleterious to organizational performance.
The third, fourth, and fifth most used strategies to adapt to the loss of a reserve employee
were the use of a full time replacement, a temporary replacement, and a part time replacement
respectively. The literature on employee activation indicated that replacement strategies may
have a deleterious effect on employee behavior, however the majority of the respondents in this
study reported that negative employee behavior remained unchanged. In contrast, the conclusion
that activation had no effect on employee behavior for a majority of respondents is consistent
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with the literature on the effect that employee behavior has on customer satisfaction and
organizational output. That is according to the literature we would expect both customer
satisfaction and organizational out put to remain unchanged when employee behavior remains
unchanged.
In conclusion, the use of overtime and increasing employee work load were perceived as
the two most used strategies to cope with the absence of the reserve employee. Based on the
review of literature these strategies should have affected employee behavior. However, the
conclusions from this study found that for a majority of the respondent’s activation had no
perceived effect on employee behavior. Moreover there was no perceived effect on
organizational output or customer satisfaction as well. Therefore, the conclusion of this study is
that for a majority of civilian employers activation of reserve employees has no perceived effect
on employee behavior.
Conclusion Four
The majority of respondents reported that organizational output measures remained
unchanged during activation, which is in contrast with earlier research on turnover and activation
which found that product delivery and work flow, work scheduling, and workload were all
affected by activation or turnover (Allison-Aipa et al., 2005; Bhavani & Tendulkar, 2001; Ford,
Quinones, Sego, & Sorra, 1992; Hutchinson et al., 1997; Loughran et al., 2006; Rouiller &
Goldstein, 1993; Tracey, Tannenbaum, & Kavanagh, 1995). The conclusion of this study is that,
for a majority of respondents reserve employee activation has no perceived effect on the
organizational output measures. However, activation had a greater perceived effect on
organizational output measures than either the customer satisfaction or the employee behavior
measures based on the number of responses.
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The disparity between the conclusions from objectives two, three, and four in this study
and many of the past studies may be due in part to the scarcity of data on the effects of activation
on civilian employers (CBO, 2005; Golding, 2007; Gotz, 2003; Hutchinson et al., 1997; Staw,
1980). The conclusions in this study are more consistent with the Cybernetica Consulting, Inc.
study performed in 2003, than with the remainder of the studies cited. However, the only other
empirical study found in the review of literature was the Allison-Aipa et al. study performed in
2005, which had 28 usable responses drawn from a sample of employers of 300 Maryland
National Guard soldiers. Conversely, the Cybernetica Consulting, Inc. study had 183 usable
responses and sampled a list of employers of reserve soldiers from across the United States;
however, this study had a frame error. In conclusion, based on the limited amount of
information, it appears that for larger sample size studies the majority of respondents indicated
that activation did not have a large effect on the majority of civilian employers.
Conclusion Five
Based on the number of responses the conclusion from this study is that organizations in
the transportation & material moving industry prefer to use overtime more than the other
strategies included in the study while reducing output was the least used strategy. This
conclusion is based on the significant findings between transportation & material moving
organizations and the eight strategy types included in the study. The use of overtime is consistent
with much of the literature on turnover and activation (Allison-Aipa et al., 2005). There are
many lost-opportunity costs that result from the use of temporary labor such as searching for and
training replacements, diminished financial capacity, and a decrease in organizational output
(CBO, 2005; Commission on the National Guard and Reserves, 2007; Daywalt & Herman, 2006;
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Foote, 2004; General Accounting Office, 2002; Golding, 2007; Houseman, 2001; Settle, 2006;
Weitz, 2007).
Conversely overtime does not involve training replacement employees or search costs for
replacement employees; however it does increase the demand placed on employees which may
affect organizational output. However, the conclusion of this study based on the majority of
responses from the organization type transportation & material moving is that activation had no
perceived effect on late deliveries of products or services (measures of organizational output) or
the customer satisfaction measures while adopting overtime as their most used strategy.
Historically, replacing activated reservists with contract and part time labor does not
restore the organization to its pre-activation level of operational efficiency (Doyle et al., 2004;
Loughran et al., 2006). Thus, the conclusion that overtime is the most used strategy based on the
majority of responses for organizations in the transportation & moving industry is consistent
with the literature on the use of contract and part time labor.
Resentment by employees as a result of an increase in workload due to activation may
lead to negative types of behavior such as increased absenteeism, decreased job performance,
and an overall organizational climate that is not conducive to supporting the organization’s
mission (Allison-Aipa et al., 2005; Rhodes, 1990). The majority of respondents in the
organization type transportation & material moving reported that there was an increase in the
level of effort required to produce the organization’s output which is consistent with the use of
overtime. However, the majority of the responses also indicated that employee behavior was not
affected by activation. Therefore, in contrast to the literature the majority of respondents in the
organization type transportation & material moving reported that there is no indication that the

102

use of overtime and that the increase in the level of effort required to produce the organizations
output had an effect on the employee behavior measures.
In conclusion, organizations in the transportation industry use overtime as the most used
strategy to cope with the loss of the reserve employee and a reduction in output as the strategy
least used. Further, the majority of transportation organizations increased the level of effort
required to produce the organization’s output yet there was no perceived effect for a majority of
responses on organizational operations while incorporating overtime as the most used strategy to
adapt to the loss of the reserve employee. Finally, adequate data did not exist to determine if
usage rates for strategies were independent of strategy types.
Conclusion Six
The conclusion of this study is that the use of a contractor at usage rate five does reduce
the amount of time required for an organization to return to a normal level of operations when
compared with not using a contractor. The review of literature indicated that strategies
incorporated by organizations to maintain operations and the effectiveness of those strategies
were of concern to civilian employers of reservists (Allison-Aipa et al., 2005; Dalton et al., 1981;
Doyle et al., 2004; Loughran et al., 2006).
The perception that hiring a contractor at usage rate five as opposed to not using a
contractor reduced the amount of time for an employer to return to a normal level of operations,
when compared with the other seven strategy choices, is not consistent with much of the
literature which maintains that replacing activated reservists with contract and part time labor
does not restore the organization to its pre-activation level of operational efficiency (Doyle et al.,
2004; Loughran et al., 2006). However, Foote (2004) and Houseman (2001) stated that contract
labor can be used to accommodate fluctuations in the business cycle.
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Comparison of the Theoretical Foundation of the Study to the Conclusions
The purpose of this study was to examine the effects of activation on organizational
operations. This study has shown that the majority of respondents indicated that activation did
not affect their operations. Abelson and Baysinger (1984) stated that the effects of turnover in
organizations should be measured by incorporating a “…statistically significant…” measure of
turnover (p. 340).
The RBV of the firm offers one theory to describe the effects on an organization due to
loss of an asset. The RBV not only describes the effects of asset loss on the organization’s
operations, but also notes the effects of asset loss on relationships between assets as well
(Penrose, 1959). This paper also explored the effects of activation on organizational
performance, specifically the effect of losing a human resource (HR) on the organization. Burt
(1992), Penrose (1959) and Hitt et al. (2003) maintained that HR and the relationships between
all of the organization’s resources are inimitable and valuable. However, the majority of
respondents indicated that activation had no effect on their operations, which is in contrast to the
majority of the literature on reserve activation and in contrast with the resource-based-view of
the firm.
The effect of governmental policy on civilian employers includes increased costs in order
to find and train replacement employees, and also diminished business opportunities
(Commission on the National Guard and Reserves, Golding, 2007; 2007; Settle, 2006; Weitz,
2007). Moreover, organizations will go to great lengths to obtain and retain resources,
particularly HR (Conner & Prahalad, 1996). The conclusions from this study support the findings
in the literature stating that searching for replacement employees and training them increases the
civilian employer’s costs. This study found that based on the number of responses, the use of
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overtime as opposed to searching for and training new employees was the most used strategy for
organizations in the transportation and material moving sector.
The burden of military activation is not shared equally throughout society. As customers
gravitate to suppliers who are either more efficient or have a lower cost structure, the civilian
employer will lose customers. However, the customer base for a majority of the organizations
did not change significantly, nor did the frequency in which the organization gained or lost
customers change significantly.
The civilian employers’ capacity to adapt when faced with the activation of an employee
is restricted by law (Forte, 2007; Golding, 2007). HR policies to manage activation are
constrained by law and are hampered by the volatile nature of activation. However, the
conclusions from this study indicate that the employee behavior measures; negative employee
behavior, absences, and tardiness remained unchanged as a result of activation.
Many activated employees hold important positions in companies and/or hold jobs
important to the well-being of society: specifically, law enforcement, medical, and aviation
personnel (Commission on the National Guard and Reserves, 2007; French & Wolfe, 2002;
Hartley & Sandler, 1995; Hickman, 2006; Palmer 2005; Scott, 2001). According to Becker,
Huselid, Pickus, and Spratt, (1997), organizational performance capabilities reside within the HR
of an organization. Yet, little is written about the employer’s capacity to adapt to the loss of a
reserve employee (Golding 2007; Gotz, 2003). The conclusions from this study indicate that a
little over 90% of all employers were able to return to a normal mode of operations within four
months. This indicates that while reservists may hold important jobs upon which organizational
performance is predicated, reserve employees can be replaced.
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Finally, one focal point of this study was to assist in theory building, that is, to describe
the effects of turnover on organizational performance. The conclusions from this study found
that organizations in the transportation and material moving industry employ strategies such as
increasing employee level of effort and overtime to offset the effect of losing a resource. This
supports the tenet that relationships between resources can also affect organizational
performance (Burt, 1992; Hitt et al., 2003; Penrose, 1959). Therefore, one possible theory to
explain why the effect of turnover as measured by reserve employee activation had no effect on
the majority of respondents is that while organizational resources which meet Barney’s 1991
definition of (value, rarity, not imitable, and non-substitutability) appear to be necessary for
organizational performance, this need may be moderated through the efficient interaction of
organizational relationships.
In other words, management can apply a strategy to offset the affects that resource loss
can have on organizational performance by creating new relationships such as increasing the
amount of time employees spend on the job and increasing the level of effort employed. Thus,
when resources are scarce and can not be readily replaced, as in the case of reserve activation,
the efficient use of a strategy such as increasing employee work load or overtime may offset the
effect that the loss of the resource has on organizational performance.
Implications and Recommendations
Understanding the effects of activation will assist practitioners in the implementation of
interventions to assist organizations to adapt to the loss of key personnel (French, 2002;
Loughran, Klerman, Savych, 2006). Kondrasuk (2004) states, “The main effects the 9/11 attacks
had on the employment area of HRM centered on call-ups of military involved employees…”
(p. 31).
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At the time of this study, President Obama is pulling troops out of Iraq with the intent of
increasing the U.S. military presence in Afghanistan. In addition, Iran and North Korea are
actively pursuing nuclear capabilities, apparently for building weapons of mass destruction.
Collectively, these events provide the underpinnings for additional future requirements for both
the reserve and National Guard.
How the U.S. armed services will counter these threats is contingent upon the strength
and morale of our reserve forces, to a large degree. The morale of our reserve forces, as detailed
by research cited in this paper, is largely determined by familial and employer support. For those
employers affected by activation, the ability to adapt to changes during deployment will, in part,
determine their level of support.
Based on the conclusions of this study employers should establish overtime policies
during times of activation in order to circumvent the effect that losing an employee has on
operations. In addition, employers should institute programs to cross-train employees to take
over the reservist’s job when they are absent. Finally, HR professionals should develop
organizational polices that support the use of overtime within the organization and which provide
support to employees when levels of work effort increase.
Future Research
Past studies in the area of human resource development (HRD) have bemoaned the lack
of data regarding the effects of turnover. One future area of study should be to measure the
effects on an organization due to deployment utilizing an interview methodology before the
reservist is activated with observations to be made while the reservist is deployed and finally a
follow-up interview can be conducted after the reservist returns home.
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Information from such a study would also contribute to the field of HRD, due to the
unique nature of activation. For example, there is a predefined date for the activated employee to
leave and return, thus measurement is not a threat to validity. There is no fault attributed to the
employee or the employer, thus animosity is not a threat to validity. The length of the
deployment is significant and the position of the employee is protected. The employee is not
personally motivated to harm the employer and conversely, there is no reason for the employer to
retaliate against the employee, unlike a reduction in force or termination.
Future research should also explore the effects of activation in other states. In particular,
future researchers should concentrate their efforts on states statistically dissimilar to Louisiana.
For instance, given Louisiana’s propensity to occupy the bottom tier in national measures, such
as education and poverty, future research should concentrate on reservists who are employed in
states that are in the top tier for both measures, to determine whether that level makes a
difference in the results. A comparison of the results from such a study to the current study
would highlight differences that result from socio-economic forces. The discrepancy between the
literature which indicates that activation has a deleterious effect on organizational performance
and the majority of responses from this study that indicate that activation has no effect on the
organizations’ operations also requires further study.
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APPENDIX A:
UNIFORMED SERVICES EMPLOYMENT AND REEMPLOYMENT RIGHTS ACT OF
1994
USERRA is a federal statute that protects service members’ and veterans’ civilian employment
rights. Among other things, under certain conditions, USERRA requires employers to put
individuals back to work in their civilian jobs after military service. USERRA also protects
service members from discrimination in the workplace based on their military service or
affiliation.
SUBCHAPTER I--GENERAL
§ 4301. Purposes; sense of Congress
(a) The purposes of this chapter are-(1) to encourage noncareer service in the uniformed services by eliminating or
minimizing the disadvantages to civilian careers and employment which can result from
such service;
(2) to minimize the disruption to the lives of persons performing service in the uniformed
services as well as to their employers, their fellow employees, and their communities, by
providing for the prompt reemployment of such persons upon their completion of such
service; and
(3) to prohibit discrimination against persons because of their service in the uniformed
services.
(b) It is the sense of Congress that the Federal Government should be a model employer in
carrying out the provisions of this chapter.
§ 4302. Relation to other law and plans or agreements
(a) Nothing in this chapter shall supersede, nullify or diminish any Federal or State law
(including any local law or ordinance), contract, agreement, policy, plan, practice, or other
matter that establishes a right or benefit that is more beneficial to, or is in addition to, a right
or benefit provided for such person in this chapter.
(b) This chapter supersedes any State law (including any local law or ordinance), contract,
agreement, policy, plan, practice, or other matter that reduces, limits, or eliminates in any
manner any right or benefit provided by this chapter, including the establishment of
additional prerequisites to the exercise of any such right or the receipt of any such benefit.
§ 4303. Definitions
For the purposes of this chapter-122

(1) The term 'Attorney General' means the Attorney General of the United States or any
person designated by the Attorney General to carry out a responsibility of the Attorney
General under this chapter.
(2) The term 'benefit', 'benefit of employment', or 'rights and benefits' means any advantage,
profit, privilege, gain, status, account, or interest (other than wages or salary for work
performed) that accrues by reason of an employment contract or agreement or an employer
policy, plan, or practice and includes rights and benefits under a pension plan, a health plan,
an employee stock ownership plan, insurance coverage and awards, bonuses, severance pay,
supplemental unemployment benefits, vacations, and the opportunity to select work hours or
location of employment.
(3) The term 'employee' means any person employed by an employer. Such term includes any
person who is a citizen, national or permanent resident alien of the United States employed in
a workplace in a foreign country by an employer that is an entity incorporated or otherwise
organized in the United States or that is controlled by an entity organized in the United
States, within the meaning of Section 4319(c) of this title.
(4)
(A) Except as provided in subparagraphs (B) and (C), the term 'employer' means any
person, institution, organization, or other entity that pays salary or wages for work
performed or that has control over employment opportunities, including-(i) a person, institution, organization, or other entity to whom the employer has
delegated the performance of employment-related responsibilities;
(ii) the Federal Government;
(iii) a State;
(iv) any successor in interest to a person, institution, organization, or other entity
referred to in this subparagraph; and
(v) a person, institution, organization, or other entity that has denied initial
employment in violation of section 4311.
(B) In the case of a National Guard technician employed under section 709 of title 32, the
term 'employer' means the adjutant general of the State in which the technician is
employed.
(C) Except as an actual employer of employees, an employee pension benefit plan
described in section 3(2) of the Employee Retirement Income Security Act of 1974 (29
U.S.C. 1002(2)) shall be deemed to be an employer only with respect to the obligation to
provide benefits described in section 4318.
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(5) The term 'Federal executive agency' includes the United States Postal Service, the Postal
Rate Commission, any nonappropriated fund instrumentality of the United States, any
Executive agency (as that term is defined in section 105 of title 5) other than an agency
referred to in section 2302(a)(2)(C)(ii) of title 5, and any military department (as that term is
defined in section 102 of title 5) with respect to the civilian employees of that department.
(6) The term 'Federal Government' includes any Federal executive agency, the legislative
branch of the United States, and the judicial branch of the United States.
(7) The term 'health plan' means an insurance policy or contract, medical or hospital service
agreement, membership or subscription contract, or other arrangement under which health
services for individuals are provided or the expenses of such services are paid.
(8) The term 'notice' means (with respect to subchapter II) any written or verbal notification
of an obligation or intention to perform service in the uniformed services provided to an
employer by the employee who will perform such service or by the uniformed service in
which such service is to be performed.
(9) The term 'qualified', with respect to an employment position, means having the ability to
perform the essential tasks of the position.
(10) The term 'reasonable efforts', in the case of actions required of an employer under this
chapter, means actions, including training provided by an employer, that do not place an
undue hardship on the employer.
(11) Notwithstanding section 101, the term 'Secretary' means the Secretary of Labor or any
person designated by such Secretary to carry out an activity under this chapter.
(12) The term 'seniority' means longevity in employment together with any benefits of
employment which accrue with, or are determined by, longevity in employment.
(13) The term 'service in the uniformed services' means the performance of duty on a
voluntary or involuntary basis in a uniformed service under competent authority and
includes: active duty, active duty for training, initial active duty for training, inactive duty
training, full-time National Guard, a period for which a person is absent from a position of
employment for the purpose of an examination to determine the fitness of the employment
for the purpose of performing funeral honors duty as authorized by section 12503 of title 10
or section 115 of title 32.
(14) The term 'State' means each of the several States of the United States, the District of
Columbia, the Commonwealth of Puerto Rico, Guam, the Virgin Islands, and other territories
of the United States (including the agencies and political subdivisions thereof).
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(15) The term 'undue hardship', in the case of actions taken by an employer, means actions
requiring significant difficulty or expense, when considered in light of-(A) the nature and cost of the action needed under this chapter;
(B) the overall financial resources of the facility or facilities involved in the provision of
the action; the number of persons employed at such facility; the effect on expenses and
resources, or the impact otherwise of such action upon the operation of the facility;
(C) the overall financial resources of the employer; the overall size of the business of an
employer with respect to the number of its employees; the number, type, and location of
its facilities; and
(D) the type of operation or operations of the employer, including the composition,
structure, and functions of the work force of such employer; the geographic separateness,
administrative, or fiscal relationship of the facility or facilities in question to the
employer.
(16) The term 'uniformed services' means the Armed Forces, the Army National Guard and
the Air National Guard when engaged in active duty for training, inactive duty training, or
full-time National Guard duty, the commissioned corps of the Public Health Service, and any
other category of persons designated by the President in time of war or national emergency.
§ 4304. Character of service
A person's entitlement to the benefits of this chapter by reason of the service of such person in
one of the uniformed services terminates upon the occurrence of any of the following events:
(1) A separation of such person from such uniformed service with a dishonorable or bad
conduct discharge.
(2) A separation of such person from such uniformed service under other than honorable
conditions, as characterized pursuant to regulations prescribed by the Secretary concerned.
(3) A dismissal of such person permitted under section 1161(a) of title 10.
(4) A dropping of such person from the rolls pursuant to section 1161(b) of title 10.
SUBCHAPTER II--EMPLOYMENT AND REEMPLOYMENT RIGHTS AND
LIMITATIONS; PROHIBITIONS
§ 4311. Discrimination against persons who serve in the uniformed services and acts of reprisal
prohibited
(a) A person who is a member of, applies to be a member of, performs, has performed,
applies to perform, or has an obligation to perform service in a uniformed service shall not be
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denied initial employment, reemployment, retention in employment, promotion, or any
benefit of employment by an employer on the basis of that membership, application for
membership, performance of service, application for service, or obligation.
(b) An employer may not discriminate in employment against or take any adverse
employment action against any person because such person (1) has taken an action to enforce
a protection afforded any person under this chapter, (2) has testified or otherwise made a
statement in or in connection with any proceeding under this chapter, (3) has assisted or
otherwise participated in an investigation under this chapter, or (4) has exercised a right
provided for in this chapter. The prohibition in this subsection shall apply with respect to a
person regardless of whether that person has performed service in the uniformed services.
(c) An employer shall be considered to have engaged in actions prohibited(1) under subsection (a), if the person's membership, application for membership, service,
application for service, or obligation for service in the uniformed services is a motivating
factor in the employer's action, unless the employer can prove that the action would have
been taken in the absence of such membership, application for membership, service,
application for service, or obligation for service; or
(2) under subsection (b), if the person's (A) action to enforce a protection afforded any
person under this chapter, (B) testimony or making of a statement in or in connection
with any proceeding under this chapter, (C) assistance or other participation in an
investigation under this chapter, or (D) exercise of a right provided for in this chapter, is a
motivating factor in the employer's action, unless the employer can prove that the action
would have been taken in the absence of such person's enforcement action, testimony,
statement, assistance, participation, or exercise of a right.
(d) The prohibitions in subsections (a) and (b) shall apply to any position of employment,
including a position that is described in section 4312(d)(1)(C) of this title.
§ 4312. Reemployment rights of persons who serve in the uniformed services
(a) Subject to subsections (b), (c), and (d) and to section 4304, any person whose absence
from a position of employment is necessitated by reason of service in the uniformed services
shall be entitled to the reemployment rights and benefits and other employment benefits of
this chapter if(1) the person (or an appropriate officer of the uniformed service in which such service is
performed) has given advance written or verbal notice of such service to such person's
employer;
(2) the cumulative length of the absence and of all previous absences from a position of
employment with that employer by reason of service in the uniformed services does not
exceed five years; and
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(3) except as provided in subsection (f), the person reports to, or submits an application for
reemployment to, such employer in accordance with the provisions of subsection (e).
(b) No notice is required under subsection (a)(1) if the giving of such notice is precluded by
military necessity or, under all of the relevant circumstances, the giving of such notice is
otherwise impossible or unreasonable. A determination of military necessity for the purposes
of this subsection shall be made pursuant to regulations prescribed by the Secretary of
Defense and shall not be subject to judicial review.
(c) Subsection (a) shall apply to a person who is absent from a position of employment by
reason of service in the uniformed services if such person's cumulative period of service in
the uniformed services, with respect to the employer relationship for which a person seeks
reemployment, does not exceed five years, except that any such period of service shall not
include any service-(1) that is required, beyond five years, to complete an initial period of obligated service;
(2) during which such person was unable to obtain orders releasing such person from a
period of service in the uniformed services before the expiration of such five-year period
and such inability was through no fault of such person;
(3) performed as required pursuant to section 10147 of title 10, under section 502(a) or
503 of title 32, or to fulfill additional training requirements determined and certified in
writing by the Secretary concerned, to be necessary for professional development, or for
completion of skill training or retraining; or
(4) performed by a member of a uniformed service who is-(A) ordered to or retained on active duty under section 688, 12301(a), 12301(g),
12302, 12304, or 12305 of title 10 or under section 331, 332, 359, 360, 367, or 712 of
title 14;
(B) ordered to or retained on active duty (other than for training) under any provision
of law because of a war or national emergency declared by the President or the
Congress. as determined by the Secretary concerned;
(C) ordered to active duty (other than for training) in support, as determined by the
Secretary concerned, of an operational mission for which personnel have been
ordered to active duty under section 12304 of title 10;
(D) ordered to active duty in support, as determined by the Secretary concerned, of a
critical mission or requirement of the uniformed services; or
(E) called into Federal service as a member of the National Guard under chapter 15 of
title 10 or under section 12406 of title 10.
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(d)
(1) An employer is not required to reemploy a person under this chapter if—
(A) the employer's circumstances have so changed as to make such reemployment
impossible or unreasonable;
(B) in the case of a person entitled to reemployment under subsection (a)(3), (a)(4), or
(b)(2)(B) of section 4313, such employment would impose an undue hardship on the
employer;
or
(C) the employment from which the person leaves to serve in the uniformed services
is for a brief, nonrecurrent period and there is no reasonable expectation that such
employment will continue indefinitely or for a significant period.
(2) In any proceeding involving an issue of whether-(A) any reemployment referred to in paragraph (1) is impossible or unreasonable
because of a change in an employer's circumstances,
(B) any accommodation, training, or effort referred to in subsection (a)(3), (a)(4), or
(b)(2)(B) of section 4313 would impose an undue hardship on the employer, or
(C) the employment referred to in paragraph (1)(C) is for a brief, nonrecurrent period
and there is no reasonable expectation that such employment will continue
indefinitely or for a significant period, the employer shall have the burden of proving
the impossibility or unreasonableness, undue hardship, or the brief or nonrecurrent
nature of the employment without a reasonable expectation of continuing indefinitely
or for a significant period.
(e)
(1) Subject to paragraph (2), a person referred to in subsection (a) shall, upon the
completion of a period of service in the uniformed services, notify the employer referred
to in such subsection of the person's intent to return to a position of employment with
such employer as follows:
(A) In the case of a person whose period of service in the uniformed services was less
than 31 days, by reporting to the employer-(i) not later than the beginning of the first full regularly scheduled work period on
the first full calendar day following the completion of the period of service and
the expiration of eight hours after a period allowing for the safe transportation of
the person from the place of that service to the person's residence; or
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(ii) as soon as possible after the expiration of the eight-hour period referred to in
clause (I), if reporting within the period referred to in such clause is impossible or
unreasonable through no fault of the person.
(B) In the case of a person who is absent from a position of employment for a period
of any length for the purposes of an examination to determine the person's fitness to
perform service in the uniformed services, by reporting in the manner and time
referred to in subparagraph (A).
(C) In the case of a person whose period of service in the uniformed services was for
more than 30 days but less than 181 days, by submitting an application for
reemployment with the employer not later than 14 days after the completion of the
period of service or if submitting such application within such period is impossible or
unreasonable through no fault of the person, the next first full calendar day when
submission of such application becomes possible.
(D) In the case of a person whose period of service in the uniformed services was for
more than 180 days, by submitting an application for reemployment with the
employer not later than 90 days after the completion of the period of service.
(2)
(A) A person who is hospitalized for, or convalescing from, an illness or injury
incurred in, or aggravated during, the performance of service in the uniformed
services shall, at the end of the period that is necessary for the person to recover from
such illness or injury, report to the person's employer (in the case of a person
described in subparagraph (A) or (B) of paragraph (1)) or submit an application for
reemployment with such employer (in the case of a person described in subparagraph
(C) or (D) of such paragraph). Except as provided in subparagraph (B), such period of
recovery may not exceed two years.
(B) Such two-year period shall be extended by the minimum time required to
accommodate the circumstances beyond such person's control which make reporting
within the period specified in subparagraph (A) impossible or unreasonable.
(3) A person who fails to report or apply for employment or reemployment within the
appropriate period specified in this subsection shall not automatically forfeit such
person's entitlement to the rights and benefits referred to in subsection (a) but shall be
subject to the conduct rules, established policy, and general practices of the employer
pertaining to explanations and discipline with respect to absence from scheduled work.
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(f)
(1) A person who submits an application for reemployment in accordance with
subparagraph (C) or (D) of subsection (e)(1) or subsection (e)(2) shall provide to the
person's employer (upon the request of such employer) documentation to establish that-(A) the person's application is timely;
(B) the person has not exceeded the service limitations set forth in subsection (a)(2)
(except as permitted under subsection (c)); and
(C) the person's entitlement to the benefits under this chapter has not been terminated
pursuant to section 4304.
(2) Documentation of any matter referred to in paragraph (1) that satisfies regulations
prescribed by the Secretary shall satisfy the documentation requirements in such
paragraph.
(3)
(A) Except as provided in subparagraph (B), the failure of a person to provide
documentation that satisfies regulations prescribed pursuant to paragraph (2) shall not
be a basis for denying reemployment in accordance with the provisions of this chapter
if the failure occurs because such documentation does not exist or is not readily
available at the time of the request of the employer. If, after such reemployment,
documentation becomes available that establishes that such person does not meet one
or more of the requirements referred to in subparagraphs (A), (B), and (C) of
paragraph (1), the employer of such person may terminate the employment of the
person and the provision of any rights or benefits afforded the person under this
chapter.
(B) An employer who reemploys a person absent from a position of employment for
more than 90 days may require that the person provide the employer with the
documentation referred to in subparagraph (A) before beginning to treat the person as
not having incurred a break in service for pension purposes under section
4318(a)(2)(A).
(4) An employer may not delay or attempt to defeat a reemployment obligation by
demanding documentation that does not then exist or is not then readily available.
(g) The right of a person to reemployment under this section shall not entitle such person to
retention, preference, or displacement rights over any person with a superior claim under the
provisions of title 5, United States Code, relating to veterans and other preference eligibles.
(h) In any determination of a person's entitlement to protection under this chapter, the timing,
frequency, and duration of the person's training or service, or the nature of such training or
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service (including voluntary service) in the uniformed services, shall not be a basis for
denying protection of this chapter if the service does not exceed the limitations set forth in
subsection (c) and the notice requirements established in subsection (a)(1) and the
notification requirements established in subsection (e) are met.
§ 4313. Reemployment positions
(a) Subject to subsection (b) (in the case of any employee) and sections 4314 and 4315 (in
the case of an employee of the Federal Government), a person entitled to reemployment
under section 4312, upon completion of a period of service in the uniformed services, shall
be promptly reemployed in a position of employment in accordance with the following order
of priority:
(1) Except as provided in paragraphs (3) and (4), in the case of a person whose period of
service in the uniformed services was for less than 91 days-(A) in the position of employment in which the person would have been employed if
the continuous employment of such person with the employer had not been
interrupted by such service, the duties of which the person is qualified to perform; or
(B) in the position of employment in which the person was employed on the date of
the commencement of the service in the uniformed services, only if the person is not
qualified to perform the duties of the position referred to in subparagraph (A) after
reasonable efforts by the employer to qualify the person.
(2) Except as provided in paragraphs (3) and (4), in the case of a person whose period of
service in the uniformed services was for more than 90 days-(A) in the position of employment in which the person would have been employed if
the continuous employment of such person with the employer had not been
interrupted by such service, or a position of like seniority, status and pay, the duties of
which the person is qualified to perform; or
(B) in the position of employment in which the person was employed on the date of
the commencement of the service in the uniformed services, or a position of like
seniority, status and pay, the duties of which the person is qualified to perform, only
if the person is not qualified to perform the duties of a position referred to in
subparagraph (A) after reasonable efforts by the employer to qualify the person.
(3) In the case of a person who has a disability incurred in, or aggravated during, such
service, and who (after reasonable efforts by the employer to accommodate the disability)
is not qualified due to such disability to be employed in the position of employment in
which the person would have been employed if the continuous employment of such
person with the employer had not been interrupted by such service--

131

(A) in any other position which is equivalent in seniority, status, and pay, the duties
of which the person is qualified to perform or would become qualified to perform
with reasonable efforts by the employer; or
(B) if not employed under subparagraph (A), in a position which is the nearest
approximation to a position referred to in subparagraph (A) in terms of seniority,
status, and pay consistent with circumstances of such person's case.
(4) In the case of a person who (A) is not qualified to be employed in (I) the position of
employment in which the person would have been employed if the continuous
employment of such person with the employer had not been interrupted by such service,
or (ii) in the position of employment in which such person was employed on the date of
the commencement of the service in the uniform services for any reason (other than
disability incurred in, or aggravated during, service in the uniformed services), and (B)
cannot become qualified with reasonable efforts by the employer, in any other position
which is the nearest approximation to a position referred to first in clause (A)(I) and then
in clause (A)(ii) which such person is qualified to perform, with full seniority.
(b)
(1) If two or more persons are entitled to reemployment under section 4312 in the same
position of employment and more than one of them has reported for such reemployment,
the person who left the position first shall have the prior right to reemployment in that
position.
(2) Any person entitled to reemployment under section 4312 who is not reemployed in a
position of employment by reason of paragraph (1) shall be entitled to be reemployed as
follows:
(A) Except as provided in subparagraph (B), in any other position of employment
referred to in subsection (a)(1) or (a)(2), as the case may be (in the order of priority
set out in the applicable subsection), that provides a similar status and pay to a
position of employment referred to in paragraph (1) of this subsection, consistent with
the circumstances of such person's case, with full seniority.
(B) In the case of a person who has a disability incurred in, or aggravated during, a
period of service in the uniformed services that requires reasonable efforts by the
employer for the person to be able to perform the duties of the position of
employment, in any other position referred to in subsection (a)(3) (in the order of
priority set out in that subsection) that provides a similar status and pay to a position
referred to in paragraph (1) of this subsection, consistent with circumstances of such
person's case, with full seniority.
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§ 4314. Reemployment by the Federal Government
(a) Except as provided in subsections (b), (c), and (d), if a person is entitled to reemployment
by the Federal Government under section 4312, such person shall be reemployed in a
position of employment as described in section 4313.
(b)
(1) If the Director of the Office of Personnel Management makes a determination
described in paragraph (2) with respect to a person who was employed by a Federal
executive agency at the time the person entered the service from which the person seeks
reemployment under this section, the Director shall-(A) identify a position of like seniority, status, and pay at another Federal executive
agency that satisfies the requirements of section 4313 and for which the person is
qualified; and
(B) ensure that the person is offered such position.
(2) The Director shall carry out the duties referred to in subparagraphs (A) and (B) of
paragraph (1) if the Director determines that-(A) the Federal executive agency that employed the person referred to in such
paragraph no longer exists and the functions of such agency have not been transferred
to another Federal executive agency; or
(B) it is impossible or unreasonable for the agency to reemploy the person.
(c) If the employer of a person described in subsection (a) was, at the time such person
entered the service from which such person seeks reemployment under this section, a part of
the judicial branch or the legislative branch of the Federal Government, and such employer
determines that it is impossible or unreasonable for such employer to reemploy such person,
such person shall, upon application to the Director of the Office of Personnel Management,
be ensured an offer of employment in an alternative position in a Federal executive agency
on the basis described in subsection (b).
(d) If the adjutant general of a State determines that it is impossible or unreasonable to
reemploy a person who was a National Guard technician employed under section 709 of title
32, such person shall, upon application to the Director of the Office of Personnel
Management, be ensured an offer of employment in an alternative position in a Federal
executive agency on the basis described in subsection (b).
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§ 4315. Reemployment by certain Federal agencies
(a) The head of each agency referred to in section 2302(a)(2)(C)(ii) of title 5 shall prescribe
procedures for ensuring that the rights under this chapter apply to the employees of such
agency.
(b) In prescribing procedures under subsection (a), the head of an agency referred to in that
subsection shall ensure, to the maximum extent practicable, that the procedures of the agency
for reemploying persons who serve in the uniformed services provide for the reemployment
of such persons in the agency in a manner similar to the manner of reemployment described
in section 4313.
(c)
(1) The procedures prescribed under subsection (a) shall designate an official at the
agency who shall determine whether or not the reemployment of a person referred to in
subsection (b) by the agency is impossible or unreasonable.
(2) Upon making a determination that the reemployment by the agency of a person
referred to in subsection (b) is impossible or unreasonable, the official referred to in
paragraph (1) shall notify the person and the Director of the Office of Personnel
Management of such determination.
(3) A determination pursuant to this subsection shall not be subject to judicial review.
(4) The head of each agency referred to in subsection (a) shall submit to the Select
Committee on Intelligence and the Committee on Veterans' Affairs of the Senate and the
Permanent Select Committee on Intelligence and the Committee on Veterans' Affairs of
the House of Representatives on an annual basis a report on the number of persons whose
reemployment with the agency was determined under this subsection to be impossible or
unreasonable during the year preceding the report, including the reason for each such
determination.
(d)
(1) Except as provided in this section, nothing in this section, section 4313, or section
4325 shall be construed to exempt any agency referred to in subsection (a) from
compliance with any other substantive provision of this chapter.
(2) This section may not be construed-(A) as prohibiting an employee of an agency referred to in subsection (a) from
seeking information from the Secretary regarding assistance in seeking reemployment
from the agency under this chapter, alternative employment in the Federal
Government under this chapter, or information relating to the rights and obligations
of employee and Federal agencies under this chapter; or
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(B) as prohibiting such an agency from voluntarily cooperating with or seeking
assistance in or of clarification from the Secretary or the Director of the Office of
Personnel Management of any matter arising under this chapter.
(e) The Director of the Office of Personnel Management shall ensure the offer of
employment to a person in a position in a Federal executive agency on the basis described in
subsection (b) if-(1) the person was an employee of an agency referred to in section 2302(a)(2)(C)(ii) of
title 5 at the time the person entered the service from which the person seeks
reemployment under this section;
(2) the appropriate officer of the agency determines under subsection (c) that
reemployment of the person by the agency is impossible or unreasonable; and
(3) the person submits an application to the Director for an offer of employment under
this subsection.
§ 4316. Rights, benefits, and obligations of persons absent from employment for service in a
uniformed service
(a) A person who is reemployed under this chapter is entitled to the seniority and other rights
and benefits determined by seniority that the
person had on the date of the commencement of service in the uniformed
services plus the additional seniority and rights and benefits that such
person would have attained if the person had remained continuously employed.
(b)
(1) Subject to paragraphs (2) through (6), a person who is absent from a position of
employment by reason of service in the uniformed services shall be-(A) deemed to be on furlough or leave of absence while performing such service; and
(B) entitled to such other rights and benefits not determined by seniority as are
generally provided by the employer of the person to employees having similar
seniority, status, and pay who are on furlough or leave of absence under a contract,
agreement, policy, practice, or plan in effect at the commencement of such service or
established while such person performs such service.
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(2)
(A) Subject to subparagraph (B), a person who-(i) is absent from a position of employment by reason of service in the uniformed
services, and
(ii) knowingly provides written notice of intent not to return to a position of
employment after service in the uniformed service, is not entitled to rights and
benefits under paragraph (1)(B).
(B) For the purposes of subparagraph (A), the employer shall have the burden of
proving that a person knowingly provided clear written notice of intent not to return
to a position of employment after service in the uniformed service and, in doing so,
was aware of the specific rights and benefits to be lost under subparagraph (A).
(3) A person deemed to be on furlough or leave of absence under this subsection while
serving in the uniformed services shall not be entitled under this subsection to any
benefits to which the person would not otherwise be entitled if the person had remained
continuously employed.
(4) Such person may be required to pay the employee cost, if any, of any funded benefit
continued pursuant to paragraph (1) to the extent other employees on furlough or leave of
absence are so required.
(5) The entitlement of a person to coverage under a health plan is provided for under
section 4317.
(6) The entitlement of a person to a right or benefit under an employee pension benefit
plan is provided for under section 4318.
(c) A person who is reemployed by an employer under this chapter shall not be discharged
from such employment, except for cause-(1) within one year after the date of such reemployment, if the person's period of service
before the reemployment was more than 180 days; or
(2) within 180 days after the date of such reemployment, if the person's period of service
before the reemployment was more than 30 days but less than 181 days.
(d) Any person whose employment with an employer is interrupted by a period of service in
the uniformed services shall be permitted, upon request of that person, to use during such
period of service any vacation, annual, or similar leave with pay accrued by the person before
the commencement of such service. No employer may require any such person to use
vacation, annual, or similar leave during such period of service.
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(e)
(1) An employer shall grant an employee who is a member of a reserve component an
authorized leave of absence from a position of employment to allow that employee to
perform funeral honors duty as authorized by section 12503 of title 10 or section 115 of
title 32.
(2) For the purposes of section 4312(e)(1) of this title, an employee who takes an
authorized leave of absence under paragraph (1) is deemed to have notified the employer
of the employee's intent to return to such position of employment.
§ 4317. Health plans
(a)
(1) In any case in which a person (or the person's dependents) has coverage under a
health plan in connection with the person's position of employment, including a group
health plan (as defined in section 607(1) of the Employee Retirement Income Security
Act of 1974), and such person is absent from such position of employment by reason of
service in the uniformed services, or such person becomes eligible for medical and dental
care under chapter 55 of title 10 by reason of subsection (d) of section 1074 of that title,
the plan shall provide that the person may elect to continue such coverage as provided in
this subsection. The maximum period of coverage of a person and the person's
dependents under such an election shall be the lesser of-(A) the 24-month period beginning on the date on which the person's absence begins;
or
(B) the day after the date on which the person fails to apply for or return to a position
of employment, as determined under section 4312(e).
(2) A person who elects to continue health-plan coverage under this paragraph may be
required to pay not more than 102 percent of the full premium under the plan (determined
in the same manner as the applicable premium under section 4980B(f)(4) of the Internal
Revenue Code of 1986) associated with such coverage for the employer's other
employees, except that in the case of a person who performs service in the uniformed
services for less than 31 days, such person may not be required to pay more than the
employee share, if any, for such coverage. (3) In the case of a health plan that is a
multiemployer plan, as defined in section 3(37) of the Employee Retirement Income
Security Act of 1974, any liability under the plan for employer contributions and benefits
arising under this paragraph shall be allocated-(A) by the plan in such manner as the plan sponsor shall provide; or
(B) if the sponsor does not provide--
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(i) to the last employer employing the person before the period served by the
person in the uniformed services, or
(ii) if such last employer is no longer functional, to the plan.
(b)
(1) Except as provided in paragraph (2), in the case of a person whose coverage under a
health plan was terminated by reason of service in the uniformed services, or by reason of
the person’s having become eligible for medical and dental care under chapter 55 of title
10 by reason of subsection (d) of section 1074 of that title, an exclusion or waiting period
may not be imposed in connection with the reinstatement of such coverage upon
reemployment under this chapter if an exclusion or waiting period would not have been
imposed under a health plan had coverage of such person by such plan not been
terminated as a result of such service or eligibility. This paragraph applies to the person
who is reemployed and to any individual who is covered by such plan by reason of the
reinstatement of the coverage of such person.
(2) Paragraph (1) shall not apply to the coverage of any illness or injury determined by
the Secretary of Veterans Affairs to have been incurred in, or aggravated during,
performance of service in the uniformed services.
(3) In the case of a person whose coverage under a health plan is terminated by reason of
the person having become eligible for medical and dental care under chapter 55 of title 10
by reason of subsection (d) of section 1074 of that title but who subsequently does not
commence a period of active duty under the order to active duty that established such
eligibility because the order is canceled before such active duty commences, the
provisions of paragraph (1) relating to any exclusion or waiting period in connection with
the reinstatement of coverage under a health plan shall apply to such person’s continued
employment, upon the termination of such eligibility for medical and dental care under
chapter 55 of title 10 that is incident to the cancellation of such order, in the same manner
as if the person had become reemployed upon such termination of eligibility.
§ 4318. Employee pension benefit plans
(a)
(1)
(A) Except as provided in subparagraph (B), in the case of a right provided pursuant
to an employee pension benefit plan (including those described in sections 3(2) and
3(33) of the Employee Retirement Income Security Act of 1974) or a right provided
under any Federal or State law governing pension benefits for governmental
employees, the right to pension benefits of a person reemployed under this chapter
shall be determined under this section.
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(B) In the case of benefits under the Thrift Savings Plan, the rights of a person
reemployed under this chapter shall be those rights provided in section 8432b of title
5. The first sentence of this subparagraph shall not be construed to affect any other
right or benefit under this chapter.
(2)
(A) A person reemployed under this chapter shall be treated as not having incurred a
break in service with the employer or employers maintaining the plan by reason of
such person's period or periods of service in the uniformed services.
(B) Each period served by a person in the uniformed services shall, upon
reemployment under this chapter, be deemed to constitute service with the employer
or employers maintaining the plan for the purpose of determining the nonforfeitability
of the person's accrued benefits and for the purpose of determining the accrual of
benefits under the plan.
(b)
(1) An employer reemploying a person under this chapter shall, with respect to a period
of service described in subsection (a)(2)(B), be liable to an employee pension benefit plan
for funding any obligation of the plan to provide the benefits described in subsection
(a)(2) and shall allocate the amount of any employer contribution for the person in the
same manner and to the same extent the allocation occurs for other employees during the
period of service. For purposes of determining the amount of such liability and any
obligation of the plan, earnings and forfeitures shall not be included. For purposes of
determining the amount of such liability and for purposes of section 515 of the Employee
Retirement Income Security Act of 1974 or any similar Federal or State law governing
pension benefits for governmental employees, service in the uniformed services that is
deemed under subsection (a) to be service with the employer shall be deemed to be
service with the employer under the terms of the plan or any applicable collective
bargaining agreement. In the case of a multiemployer plan, as defined in section 3(37) of
the Employee Retirement Income Security Act of 1974, any liability of the plan described
in this paragraph shall be allocated-(A) by the plan in such manner as the sponsor maintaining the plan shall provide; or
(B) if the sponsor does not provide-(i) to the last employer employing the person before the period served by the
person in the uniformed services, or
(ii) if such last employer is no longer functional, to the plan.
(2) A person reemployed under this chapter shall be entitled to accrued benefits pursuant
to subsection (a) that are contingent on the making of, or derived from, employee
139

contributions or elective deferrals (as defined in section 402(g)(3) of the Internal Revenue
Code of 1986) only to the extent the person makes payment to the plan with respect to
such contributions or deferrals. No such payment may exceed the amount the person
would have been permitted or required to contribute had the person remained
continuously employed by the employer throughout the period of service described in
subsection (a)(2)(B). Any payment to the plan described in this paragraph shall be made
during the period beginning with the date of reemployment and whose duration is three
times the period of the person's services in the uniformed services, such payment period
not to exceed five years.
(3) For purposes of computing an employer's liability under paragraph (1) or the
employee's contributions under paragraph (2), the employee's compensation during the
period of service described in subsection (a)(2)(B) shall be computed-(A) at the rate the employee would have received but for the period of service
described in subsection (a)(2)(B), or
(B) in the case that the determination of such rate is not reasonably certain, on the
basis of the employee's average rate of compensation during the 12-month period
immediately preceding such period (or, if shorter, the period of employment
immediately preceding such period).
(c) Any employer who reemploys a person under this chapter and who is an employer
contributing to a multiemployer plan, as defined in section 3(37) of the Employee Retirement
Income Security Act of 1974, under which benefits are or may be payable to such person by
reason of the obligations set forth in this chapter, shall, within 30 days after the date of such
reemployment, provide information, in writing, of such reemployment to the administrator of
such plan.
Sec. 4319. Employment and reemployment rights in foreign countries.
(a) LIABILITY OF CONTROLLING UNITED STATES EMPLOYER OF FOREIGN
ENTITY- If an employer controls an entity that is incorporated or otherwise organized in a
foreign country, any denial of employment, reemployment, or benefit by such entity shall be
presumed to be by such employer.
(b) INAPPLICABILITY TO FOREIGN EMPLOYER- This subchapter does not apply to
foreign operations of an employer that is a foreign person not controlled by or United States
employer.
(c) DETERMINATION OF CONTROLLING EMPLOYER- For the purpose of this section,
the determination of whether an employer controls an entity shall be based upon the
interrelations of operations, common management, centralized control of labor relations, and
common ownership or financial control of the employer and the entity.
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(d) EXEMPTION- Notwithstanding any other provision of this subchapter, an employer, or
an entity controlled by an employer, shall be exempt from compliance with any of section
4311 through 4318 of this title with respect to an employee in a workplace in a foreign
country, if compliance with that section would cause such employer, or such entity controlled
by an employer, to violate the law of the foreign country in which the workplace is located.'.
SUBCHAPTER III--PROCEDURES FOR ASSISTANCE, ENFORCEMENT, AND
INVESTIGATION
§ 4321. Assistance in obtaining reemployment or other employment rights or benefits
The Secretary (through the Veterans' Employment and Training Service) shall provide assistance
to any person with respect to the employment and reemployment rights and benefits to which
such person is entitled under this chapter. In providing such assistance, the Secretary may request
the assistance of existing Federal and State agencies engaged in similar or related activities and
utilize the assistance of volunteers.
§ 4322. Enforcement of employment or reemployment rights
(a) A person who claims that-(1) such person is entitled under this chapter to employment or reemployment rights or
benefits with respect to employment by an employer; and
(2)
(A) such employer has failed or refused, or is about to fail or refuse, to comply with
the provisions of this chapter; or
(B) in the case that the employer is a Federal executive agency, such employer or the
Office of Personnel Management has failed or refused, or is about to fail or refuse, to
comply with the provisions of this chapter, may file a complaint with the Secretary in
accordance with subsection (b), and the Secretary shall investigate such complaint.
(b) Such complaint shall be in writing, be in such form as the Secretary may prescribe,
include the name and address of the employer against whom the complaint is filed, and
contain a summary of the allegations that form the basis for the complaint.
(c) The Secretary shall, upon request, provide technical assistance to a potential claimant
with respect to a complaint under this subsection, and when appropriate, to such claimant's
employer.
(d) The Secretary shall investigate each complaint submitted pursuant to subsection (a). If the
Secretary determines as a result of the investigation that the action alleged in such complaint
occurred, the Secretary shall attempt to resolve the complaint by making reasonable efforts to
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ensure that the person or entity named in the complaint complies with the provisions of this
chapter.
(e) If the efforts of the Secretary with respect to any complaint filed under subsection (a) do
not resolve the complaint, the Secretary shall notify the person who submitted the complaint
of-(1) the results of the Secretary's investigation; and
(2) the complainant's entitlement to proceed under the enforcement of rights provisions
provided under section 4323 (in the case of a person submitting a complaint against a
State or private employer) or section 4324 (in the case of a person submitting a complaint
against a Federal executive agency or the Office of Personnel Management).
(f) This subchapter does not apply to any action relating to benefits to be provided under the
Thrift Savings Plan under title 5.
§ 4323. Enforcement of rights with respect to a State or private employer
(a) ACTION FOR RELIEF(1) A person who receives from the Secretary a notification pursuant to section 4322(e)
of this title of an unsuccessful effort to resolve a complaint relating to a State (as an
employer) or a private employer may request that the Secretary refer the complaint to the
Attorney General. If the Attorney General is responsibly satisfied that the person on
whose behalf the complaint is referred is entitled to the rights or benefits sought, the
Attorney General may appear on behalf of, and act as attorney for, the person on whose
behalf the complaint is submitted and commence an action for relief under this chapter
for such person. In the case of such an action against a State (as an employer), the action
shall be brought in the name of the United States as the plaintiff in the action.
(2) A person may commence an action for relief with respect to a complaint against a
State (as an employer) or a private employer if the person-(A) has chosen not to apply to the Secretary for assistance under section 4322(a) of
this title;
(B) has chosen not to request that the Secretary refer the complaint to the Attorney
General under paragraph (1); or
(C) has been refused representation by the Attorney General with respect to the
complaint under such paragraph .
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(b) JURISDICTION(1) In the case of an action against a State (as an employer) or a private employer
commenced by the United States, the district courts of the United States shall have
jurisdiction over the action.
(2) In the case of action against a State (as an employer) by a person, the action may be
brought in a State court of competent jurisdiction in accordance with the laws of the
State.
(3) In the case of an action against a private employer by a person, the district courts of
the United States shall have jurisdiction of the action.
(c) VENUE(1) In the case of an action by the United States against a State (as an employer), the
action may proceed in the United States district court for any district in which the State
exercises any authority or carries out any function.
(2) In the case of an action against a private employer, the action may proceed in the
United States district court for any district in which the private employer of the person
maintains a place of business.
(d) REMEDIES(1) In any action under this section, the court may award relief as follows:
(A) The court may require the employer to comply with the provisions of this chapter.
(B) The court may require the employer to compensate the person for any loss of
wages or benefits suffered by reason of such employer's failure to comply with the
provisions of this chapter.
(C) The court may require the employer to pay the person an amount equal to the
amount referred to in subparagraph (B) as liquidated damages, if the court determines
that the employer's failure to comply with the provisions of this chapter was willful.
(2)
(A) Any compensation awarded under subparagraph (B) or (C) of paragraph (1) shall
be in addition to, and shall not diminish, any of the other rights and benefits provided
for under this chapter.
(B) In the case of an action commenced in the name of the United States for which
the relief includes compensation awarded under subparagraph (B) or (C) of paragraph
(1), such compensation shall be held in a special deposit account and shall be paid, on
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order of the Attorney General, directly to the person. If the compensation is not paid
to the person because of inability to do so within a period of 3 years, the
compensation shall be converted into the Treasury of the United States as
miscellaneous receipts.
(3) A State shall be subject to the same remedies, including prejudgment interest, as may
be imposed upon any private employer under this section.
(e) EQUITY POWERS- The court may use its full equity powers, including temporary or
permanent injunctions, temporary restraining orders, and contempt orders, to vindicate fully
the rights of benefits of persons under this chapter.
(f) STANDING- An action under this chapter may be initiated only by a person claiming
rights or benefits under this chapter under subsection (a) or by the United States under
subsection (a)(1).
(g) RESPONDENT- In any action under this chapter, only an employer or a potential
employer, as the case may be, shall be a necessary party respondent.
(h) FEES, COURT COSTS(1) No fees or court costs may be charged or taxed against any person claiming rights
under this chapter.
(2) In any action or proceeding to enforce a provision of this chapter by a person under
subsection (a)(2) who obtained private counsel for such action or proceeding, the court
may award any such person who prevails in such action or proceeding reasonable
attorney fees, expert witness fees, and other litigation expenses.
(i) INAPPLICABILITY OF STATE STATUTE OF LIMITATIONS- No State statute of
limitations shall apply to any proceeding under this chapter.
(j) DEFINITION- In this section, the term 'private employer' includes a political subdivision
of a State.'.
§ 4324. Enforcement of rights with respect to Federal executive agencies
(a)
(1) A person who receives from the Secretary a notification pursuant to section 4322(e)
may request that the Secretary refer the complaint for litigation before the Merit Systems
Protection Board. The Secretary shall refer the complaint to the Office of Special Counsel
established by section 1211 of title 5.

144

(2)
(A) If the Special Counsel is reasonably satisfied that the person on whose behalf a
complaint is referred under paragraph (1) is entitled to the rights or benefits sought,
the Special Counsel (upon the request of the person submitting the complaint) may
appear on behalf of, and act as attorney for, the person and initiate an action regarding
such complaint before the Merit Systems Protection Board.
(B) If the Special Counsel declines to initiate an action and represent a person before
the Merit Systems Protection Board under subparagraph (A), the Special Counsel
shall notify such person of that decision.
(b) A person may submit a complaint against a Federal executive agency or the Office of
Personnel Management under this subchapter directly to the Merit Systems Protection Board
if that person-(1) has chosen not to apply to the Secretary for assistance under section 4322(a);
(2) has received a notification from the Secretary under section 4322(e);
(3) has chosen not to be represented before the Board by the Special Counsel pursuant to
subsection (a)(2)(A); or
(4) has received a notification of a decision from the Special Counsel under subsection
(a)(2)(B).
(c)
(1) The Merit Systems Protection Board shall adjudicate any complaint brought before
the Board pursuant to subsection (a)(2)(A) or (b), without, regard as to whether the
complaint accured before, on, or after October 13, 1994. A person who seeks a hearing or
adjudication by submitting such a complaint under this paragraph may be represented at
such hearing or adjudication in accordance with the rules of the Board.
(2) If the Board determines that a Federal executive agency or the Office of Personnel
Management has not complied with the provisions of this chapter relating to the
employment or reemployment of a person by the agency, the Board shall enter an order
requiring the agency or Office to comply with such provisions and to compensate such
person for any loss of wages or benefits suffered by such person by reason of such lack of
compliance.
(3) Any compensation received by a person pursuant to an order under paragraph (2)
shall be in addition to any other right or benefit provided for by this chapter and shall not
diminish any such right or benefit.
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(4) If the Board determines as a result of a hearing or adjudication conducted pursuant to
a complaint submitted by a person directly to the Board pursuant to subsection (b) that
such person is entitled to an order referred to in paragraph (2), the Board may, in its
discretion, award such person reasonable attorney fees, expert witness fees, and other
litigation expenses.
(d)
(1) A person adversely affected or aggrieved by a final order or decision of the Merit
Systems Protection Board under subsection (c) may petition the United States Court of
Appeals for the Federal Circuit to review the final order or decision. Such petition and
review shall be in accordance with the procedures set forth in section 7703 of title 5.
(2) Such person may be represented in the Federal Circuit proceeding by the Special
Counsel unless the person was not represented by the Special Counsel before the Merit
Systems Protection Board regarding such order or decision.
§ 4325. Enforcement of rights with respect to certain Federal agencies
(a) This section applies to any person who alleges that-(1) the reemployment of such person by an agency referred to in subsection (a) of section
4315 was not in accordance with procedures for the reemployment of such person under
subsection (b) of such section; or
(2) the failure of such agency to reemploy the person under such section was otherwise
wrongful.
(b) Any person referred to in subsection (a) may submit a claim relating to an allegation
referred to in that subsection to the inspector general of the agency which is the subject of the
allegation. The inspector general shall investigate and resolve the allegation pursuant to
procedures prescribed by the head of the agency.
(c) In prescribing procedures for the investigation and resolution of allegations under
subsection (b), the head of an agency shall ensure, to the maximum extent practicable, that
the procedures are similar to the procedures for investigating and resolving complaints
utilized by the Secretary under section 4322(d).
(d) This section may not be construed-(1) as prohibiting an employee of an agency referred to in subsection (a) from seeking
information from the Secretary regarding assistance in seeking reemployment from the
agency under this chapter, or information relating to the rights and obligations of
employees and Federal agencies under this chapter; or
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(2) as prohibiting such an agency from voluntarily cooperating with or seeking assistance
in or of clarification from the Secretary or the Director of the Office of Personnel
Management of any matter arising under this chapter.
§ 4326. Conduct of investigation; subpoenas
(a) In carrying out any investigation under this chapter, the Secretary's duly authorized
representatives shall, at all reasonable times, have reasonable access to and the right to
interview persons with information relevant to the investigation and shall have reasonable
access to, for purposes of examination, and the right to copy and receive, any documents of
any person or employer that the Secretary considers relevant to the investigation.
(b) In carrying out any investigation under this chapter, the Secretary may require by
subpoena the attendance and testimony of witnesses and the production of documents
relating to any matter under investigation. In case of disobedience of the subpoena or
contumacy and on request of the Secretary, the Attorney General may apply to any district
court of the United States in whose jurisdiction such disobedience or contumacy occurs for
an order enforcing the subpoena.
(c) Upon application, the district courts of the United States shall have jurisdiction to issue
writs commanding any person or employer to comply with the subpoena of the Secretary or
to comply with any order of the Secretary made pursuant to a lawful investigation under this
chapter and the district courts shall have jurisdiction to punish failure to obey a subpoena or
other lawful order of the Secretary as a contempt of court.
(d) Subsections (b) and (c) shall not apply to the legislative branch or the judicial branch of
the United States.
SUBCHAPTER IV--MISCELLANEOUS PROVISIONS
§ 4331. Regulations
(a) The Secretary (in consultation with the Secretary of Defense) may prescribe regulations
implementing the provisions of this chapter with regard to the application of this chapter to
States, local governments, and private employers.
(b)
(1) The Director of the Office of Personnel Management (in consultation with the
Secretary and the Secretary of Defense) may prescribe regulations implementing the
provisions of this chapter with regard to the application of this chapter to Federal
executive agencies (other than the agencies referred to in paragraph (2)) as employers.
Such regulations shall be consistent with the regulations pertaining to the States as
employers and private employers, except that employees of the Federal Government may
be given greater or additional rights.
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(2) The following entities may prescribe regulations to carry out the activities of such
entities under this chapter:
(A) The Merit Systems Protection Board.
(B) The Office of Special Counsel.
(C) The agencies referred to in section 2303(a)(2)(C)(ii) of title 5.
§ 4332. Reports
The Secretary shall, after consultation with the Attorney General and the Special Counsel
referred to in section 4324(a)(1) and no later than February 1, 2005, and annually thereafter,
transmit to the Congress, a report containing the following matters for the fiscal year ending
before such February 1:
(1) The number of cases reviewed by the Department of Labor under this chapter during the
fiscal year for which the report is made.
(2) The number of cases referred to the Attorney General or the Special Counsel pursuant to
section 4323 or 4324, respectively, during such fiscal year.
(3) The number of complaints filed by the Attorney General pursuant to section 4323 during
such fiscal year.
(4) The nature and status of each case reported on pursuant to paragraph (1), (2), or (3).
(5) An indication of whether there are any apparent patterns of violation of the provisions of
this chapter, together with an explanation thereof.
(6) Recommendations for administrative or legislative action that the Secretary, the Attorney
General, or the Special Counsel considers necessary for the effective implementation of this
chapter, including any action that could be taken to encourage mediation, before claims are
filed under this chapter, between employers and persons seeking employment or
reemployment.
§ 4333. Outreach
The Secretary, the Secretary of Defense, and the Secretary of Veterans Affairs shall take such
actions as such Secretaries determine are appropriate to inform persons entitled to rights and
benefits under this chapter and employers of the rights, benefits, and obligations of such persons
and such employers under this chapter.
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§ 4334. Notice of rights and duties
(a) Requirement to provide notice.--Each employer shall provide to persons entitled to rights
and benefits under this chapter a notice of the rights, benefits, and obligations of such
persons and such employers under this chapter. The requirement for the provision of notice
under this section may be met by the posting of the notice where employers customarily
place notices for employees.
(b) Content of notice.--The Secretary shall provide to employers the text of the notice to be
provided under this section.
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APPENDIX B:
EMPLOYER QUESTIONNAIRE
EFFECT OF DEPLOYMENT OF RESERVISTS ON ORGANIZATIONS
Organization Code: __________
Instructions: Your input on this questionnaire is valued and necessary to assist in our
understanding of how military reserve activation/deployment affects the civilian employer. The
information on this survey is confidential. Please answer all of the questions to the best of your
ability. There are no wrong or right answers. If you have not had a reserve or National Guard
employee activated, please check here______ and return the questionnaire unanswered. If more
than one employee was activated, please use the most recent activation for your answers.
1.
Number of Employees. How many employees do you supervise daily? (Note: if the
number of employees that you supervise fluctuates, please give an annual average.)
# Employees supervised: ________
2.
Description of Your Organization. Which of the following best describes your
organization (Please check “√ “only one)?
Construction, Extraction, &
Maintenance
Farming, Forestry, & Fishing
Professional, Managers, or
related occupations

Service Sector
Sales & Office Administration
Transportation & Material
Moving

3.
Months to Return to Normal Operations. After the reservist left your employ, how
many months did it take to bring your operations back to its pre-activation level of performance?
___________ Months
4.
Strategies Used to Adapt to Absence of Reservist. Please rank the strategies used by
your organization to adapt to the absence of a reserve employee. Number the strategy most used
as “1”, the second most used as “2”, and so on. If a strategy is not used, assign it a “0”.
1
2
3
4
5
6
7
8

Use overtime (require employees to work additional hours)
Use temporary fulltime employment supplied by an agency
Use part time employment (students, temporary agency)
Hire a fulltime replacement employee
Reduce organizations output
Increase employee workload without adding hour’s worked
Use contract labor (outside independent business)
Automate the job or employ new technology
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5.

Other strategies used to adapt to the absence of the reservist (please describe).

6.
Customer Satisfaction. Please rate the effect that the absence of the reserve employee
due to activation had on customer satisfaction by comparing your organization’s client/customer
satisfaction before the reservist left the organization to your organization’s client/customer
satisfaction after the reservist left the organization. Use the following scale to report the effect on
client/customer satisfaction in your organization:
Substantial decrease in customer satisfaction
Some decrease in customer satisfaction
No change in customer satisfaction
Some increase in customer satisfaction
Substantial increase in customer satisfaction

1

How much did the level of client/customer complaints change?

2

How much did the level of client/customer compensation for delivery of an
inferior service or product change?

3

How much did the level of rework change due to mistakes?

4

How much did the number of clients/customers served by your organization
change?

5

How much did the rate at which your organization gained or lost
clients/customers change?

6

How much did the overall quality of the organization’s output change?

7

How much did the amount of time spent training employees on
client/customer satisfaction issues change?
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No change
Some
increase
Substantial
increase

Effect on Customer Satisfaction

Substantial
decrease
Some
decrease

Place a check mark (√) in the column that describes the change in customer satisfaction, if any, in
each of the following areas.

7.
Employee Behavior. Please rate the effect that the absence of the reserve employee due
to activation had on your organization’s performance by comparing your organization’s
employee behavior before the reservist left the organization to your organization’s employee
behavior after the reservist left the organization. Use the following scale to report the effect on
employee behavior in your organization:
Substantial decrease in employee behavior
Some decrease in employee behavior
No change in employee behavior
Some increase in employee behavior
Substantial increase in employee behavior

1 How much did negative employee behavior change ?
2 How much did the level of employee resignations change?
3 How much did the level of employee absences change?
4 How much did the number of late arrivals for work (tardiness) by
employees change?
5 How much did the number of employees who were satisfied with their
work change?
6 How much did the number of team efforts change?
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Substantial
increase

Some
increase

No change

Some
decrease

Effect on Employee Behavior

Substantial
decrease

Place a check mark (√) in the column that describes the change in employee behavior, if any, in
each of the following areas.

8.
Level of Output. Please rate the effect that the absence of the reserve employee due to
activation had on your organization’s performance by comparing your organization’s level of
output before the reservist left the organization to your organization’s level of output after the
reservist left the organization. Use the following scale to report the effect on the level of output in
your organization:
Substantial decrease in organizational output
Some decrease in organizational output
No change in organizational output
Some increase in organizational output
Substantial increase in organizational output

Substantial
increase

Some
increase

No change

Effect on Organizational Output

Some
decrease

Substantial
decrease

Place a check mark (√) in the column that describes the change in organizational output, if any,
that occurred in each of the following areas.

1 How much did the level of output change?
2 How much did the level of effort required to produce the
organizations output change?
3 How much did the number of work schedule alterations
change?
4 How much did the number of late deliveries of products or
services change?
5 How much did the amount of time spent training on employee
performance change?
9.
Knowledge Level. Place a check mark (√) in front of the statement in the table below
that best describes your level of knowledge about the questions asked in this survey. Please check
only one choice.
1 - I do not know anything about the items on this survey
2 - Items on survey involve less than 25% of my normal job function
3 - Items on survey involve 26-50% of my normal job function
4 - Items on survey involve 51-75% of my normal job function
5 - Items on survey involve more than 75% of my normal job function
6 - I am an expert on all items included in this survey
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APPENDIX C:
CONTENT VALIDITY ASSESSMENT
School of Human Resource Education & Workforce Development

November 6, 2009
ACME Corp.
1111 Any Street
Any Town, Any State 11111
Dear Sir or Madam:
My name is Lee Hisey; I am a Ph.D. candidate at Louisiana State University. I am
conducting a survey on the effects of reserve employee absence on employer operations.
I am interested in creating a better understanding in academia and in the business world on
the effects of the war against terrorism on civilian employers. In order to measure the effect that
the loss of a reserve employee has on the operations of an organization I have created an
instrument for respondent organizations to fill out. You are not being asked to fill out the
instrument but to rate the instrument for its usefulness in capturing the data needed to measure
the effects that the loss of an employee due to activation has on an organizations operations. This
process is known as instrument validation and involves the participation of a content expert.
You have been selected along with others to participate in this study because you are
involved in the operations of the organization in which you are a principal or are employed at the
executive or management level of your organization. It is not necessary that you have experience
with the deployment or activation of a National Guard or Reserve soldier, only that you
understand the effects that the unscheduled loss of a key employee(s) for an extended period can
have on the operations of an organization. In addition, it may be necessary that I contact you to
clarify some of your responses; however, this will be done only after I have exhausted all other
means of analyzing the data gathered from the study. As such, your responses will be
confidential but not anonymous.
Respectfully, I request that you perform two different tests to assist me in validating the
survey instrument.
1) The first test involves the articulation of the questions on the survey instrument. This
requires you to match one of the sentences found on the OBJECTIVES page with the
question on the SURVEY INSTRUMENT that best fits the objective. Write the
corresponding letter found to the left of the objective in the margin to the left of the
numbered question on the survey instrument. Some of the objectives may be used more
than once or not at all.

142 Old Forestry Building · Baton Rouge, LA · 70803 · P 225-578-5753 · F 225-578-5755
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2) The second test involves your opinion of the questions on the survey instrument.
Specifically, you are asked to assign a value of 1, 2, 3, or 4 to each of the questions on the
survey instrument. The valuations are your judgment of the relevance of the questions,
where a “1” is least relevant and a “4” is most relevant. An OPINIONAIRE is provided
for your responses. The test for relevancy is based on the sentence below:
“As a principal or manger of my organization this is a question that I would ask
myself if an employee(s) unexpectedly leaves my organization for an extended but
unknown period of time.”
I have included with this packet a self-addressed stamped envelope for you to return the
SURVEY INSTRUMENT and the OPINIONAIRE in. In addition, I wish to assure you that none
of the responses received will in any way reflect badly on the outstanding men and women who
serve in our countries armed forces. The study is strictly to gather data for research to fill my
obligations as a doctoral student and to add to the body of knowledge in the area of
organizational development.
Answering the questions should take less than 60 minutes of your time, but your response
is most appreciated and needed. Should you wish to obtain a summary of the research please
provide your email address at the bottom of the survey instrument in writing.
If you have any questions I may be reached at the addresses and phone, number included
below.
Lee Hisey
307 Elmire Dr.
Breaux Bridge, LA 70517
lhisey1@lsu.edu
504-248-0348 cell
Sincerely,

Lee Hisey
Note: Your privacy will be maintained and your responses will be kept confidential. You will
not be identified in any way in research reports or presentations. By completing and returning
the enclosed survey, you agree to participate in the study. If you have questions about your
rights as a study participant or other concerns, contact Robert C. Mathews, Institutional
Review Board Chairman, 203 B-1 David Boyd Hall, (225) 578-8692. (Project 2008-4296)
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Content Validity Instrument Opinionaire
Please place a “√” in the appropriate box for each question.
Question Number from Survey

Not
Relevant
1

1
2
3
4 Question 1
4 Question 2
4 Question 3
4 Question 4
4 Question 5
4 Question 6
4 Question 7
4 Question 8
4 Question 9
5 Question 1
5 Question 2
5 Question 3
5 Question 4
5 Question 5
5 Question 6
5 Question 7
6 Question 1
6 Question 2
6 Question 3
6 Question 4
6 Question 5
6 Question 6
7 Question 1
7 Question 2
7 Question 3
7 Question 4
7 Question 5
8
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Fairly
Relevant
2

Relevant
3

Very
Relevant
4

Objectives
A.

Describe employers of reservists by organizational size headcount and
organization type

B.

Describe the effects of activation on changes in employee behavior.

C.

Describe the effects of activation on changes in customer satisfaction.

D.

Describe the respondent’s level of knowledge on the items included on the
survey instrument.

E.

Describe the strategy incorporated by the organization to adapt to the absence
of the reserve employee.

F.

Describe the effects of activation on changes in product or service output.

G.

Determine the length of time required to bring the organization’s operations
back to its normal level of performance.

Instructions: The purpose of this exercise is to match an objective with a question on the survey
instrument. For example, objective “C” is to describe customer satisfaction. Therefore, the letter
“C” should be written in the margin to the left of any question on the survey instrument that
deals with a customer satisfaction related measure. An objective may be used more than once or
not all.
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APPENDIX D:
VALIDITY RESULTS SPREADSHEETS
Validity Responses for Questions Considered Not Relevant
Question from
Instrument

Responses
V5
V6
0
1
0
1
0
0

V1
0
0
0

V2
0
0
0

V3
1
1
0

V4
0
0
0

4 QUESTION 1
4 QUESTION 2
4 QUESTION 3
4 QUESTION 4
4 QUESTION 5
4 QUESTION 6
4 QUESTION 7
4 QUESTION 8
4 QUESTION 9

0
0
0
0
0
0
0
0

0
0
0
0
0
0
0
0
0

1
0
0
0
1
1
0
1
1

0
0
0
0
0
0
0
0
0

0
0
0
0
0
0
0
0
1

5 QUESTION 1
5 QUESTION 2
5 QUESTION 3
5 QUESTION 4
5 QUESTION 5
5 QUESTION 6
5 QUESTION 7

0
0
0
0
0
0
0

0
0
0
0
0
0
0

0
0
0
1
0
0
0

0
0
0
0
0
0
0

6 QUESTION 1
6 QUESTION 2
6 QUESTION 3
6 QUESTION 4
6 QUESTION 5
6 QUESTION 6

0
0
0
0
0
0

0
0
0
0
0
0

0
0
0
0
0
0

7 QUESTION 1
7 QUESTION 2
7 QUESTION 3
7 QUESTION 4
7 QUESTION 5

0
0
0
0
0

0
0
0
0
0

8

0

TOTAL
AVERAGE

1
2
3

GRAND AVERAGE

Total
V7
0
0
0

V8
0
0
0

V9
0
0
0

2
2
0

0
0
0
0
0
1
1
-

0
0
0
0
0
0
0
0
0

0
0
0
0
0
0
0
0
0

0
0
0
0
0
0
0
0
0

1
0
0
0
1
2
1
1
2

0
0
0
0
0
0
0

0
0
0
1
0
0
0

0
0
0
0
0
0
0

0
0
0
0
0
0
0

0
0
0
0
0
0
0

0
0
0
2
0
0
0

0
0
0
0
0
0

0
0
0
0
0
0

0
0
0
0
0
0

0
0
0
0
0
0

0
0
0
0
0
0

0
0
0
0
0
0

0
0
0
0
0
0

0
0
0
0
0

0
0
0
0
0

0
0
0
0
0

0
0
0
0
0

0
0
0
0
0

0
0
0
0
0

0
0
0
0
0

0
0
0
0
0

0

0

0

0

0

0

0

0

0

0

0

8

0

1

5

0

0

0

0

0

0.258

0

0.032

0.161

0

0

0

0.0501
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Validity Responses for Questions Considered Fairly Relevant
Question from
Instrument

Responses
V5
V6
0
0
0
0
0
0

V1
1
0
0

V2
0
0
0

V3
0
0
0

V4
0
0
0

4 QUESTION 1
4 QUESTION 2
4 QUESTION 3
4 QUESTION 4
4 QUESTION 5
4 QUESTION 6
4 QUESTION 7
4 QUESTION 8
4 QUESTION 9

0
0
0
0
0
0
1
0

0
0
0
0
0
0
0
0
0

0
0
0
1
0
0
0
0
0

0
0
0
0
0
0
0
0
0

0
0
0
0
0
0
0
0
0

5 QUESTION 1
5 QUESTION 2
5 QUESTION 3
5 QUESTION 4
5 QUESTION 5
5 QUESTION 6
5 QUESTION 7

0
0
0
1
0
0
1

0
0
0
1
1
0
1

0
0
0
0
0
0
0

0
0
0
0
0
0
0

6 QUESTION 1
6 QUESTION 2
6 QUESTION 3
6 QUESTION 4
6 QUESTION 5
6 QUESTION 6

1
1
1
1
1
0

0
0
0
0
0
0

0
0
0
0
0
1

7 QUESTION 1
7 QUESTION 2
7 QUESTION 3
7 QUESTION 4
7 QUESTION 5

0
0
1
0
1

0
0
0
0
1

8

0

TOTAL

1
2
3

AVERAGE

Total
V7
0
0
0

V8
0
0
0

V9
0
0
0

1
0
0

0
0
0
1
1
0
0
-

0
0
0
0
1
0
0
0
1

0
0
0
0
1
0
0
1
1

0
0
0
0
0
0
0
0
0

0
0
0
2
3
0
1
1
2

0
0
0
0
0
0
0

0
1
0
0
0
0
0

0
0
0
0
0
0
0

0
0
0
0
0
0
0

0
0
1
1
0
0
0

0
1
1
3
1
0
2

0
0
0
0
0
0

0
0
0
0
0
0

1
1
0
0
0
0

0
0
0
0
0
0

0
0
0
0
0
0

0
1
1
1
0
0

2
3
2
2
1
1

0
0
0
0
0

0
0
0
0
0

0
0
0
0
0

0
0
0
0
0

0
0
0
0
0

0
0
0
0
0

0
0
0
1
1

0
0
1
1
3

0

1

0

0

0

0

0

0

1

11

4

3

0

0

5

2

3

7

0.3548

0.129

0.0968

0

0

GRAND AVERAGE

0.1254
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0.1613 0.0645 0.0968 0.2258

Validity Responses for Questions Considered Relevant
Question from
Instrument

Responses
V5
V6
1
0
0
0
0
1

V1
0
0
0

V2
0
0
0

V3
0
0
0

V4
0
0
0

4 QUESTION 1
4 QUESTION 2
4 QUESTION 3
4 QUESTION 4
4 QUESTION 5
4 QUESTION 6
4 QUESTION 7
4 QUESTION 8
4 QUESTION 9

1
1
1
1
1
0
0
1

0
0
0
0
0
0
0
0
0

0
1
1
0
0
0
1
0
0

0
0
0
0
0
0
0
0
0

0
1
1
0
0
1
1
1
0

5 QUESTION 1
5 QUESTION 2
5 QUESTION 3
5 QUESTION 4
5 QUESTION 5
5 QUESTION 6
5 QUESTION 7

0
1
1
0
0
1
0

0
0
0
0
0
1
0

1
1
0
0
0
0
1

0
0
0
0
0
0
0

6 QUESTION 1
6 QUESTION 2
6 QUESTION 3
6 QUESTION 4
6 QUESTION 5
6 QUESTION 6

0
0
0
0
0
1

0
1
1
1
1
1

1
1
1
1
1
0

7 QUESTION 1
7 QUESTION 2
7 QUESTION 3
7 QUESTION 4
7 QUESTION 5

1
1
0
1
0

0
0
0
1
0

8

1

TOTAL

14

1
2
3

AVERAGE

V8
0
1
0

V9
1
1
0

2
2
1

1
1
1
0
0
0
0
-

1
1
1
1
0
1
1
0
0

0
0
0
0
0
1
1
0
0

0
0
0
0
0
0
0
0
0

3
5
5
2
1
3
4
2
0

1
0
0
0
0
1
0

1
0
1
0
0
0
1

0
0
0
0
0
0
0

0
1
0
0
0
0
1

1
1
0
0
0
1
1

4
4
2
0
0
4
4

0
0
0
0
0
0

1
1
0
0
0
0

0
0
1
1
0
0

0
0
0
0
0
0

1
1
0
0
1
0

1
0
0
0
1
1

4
4
3
3
4
3

0
1
1
0
1

0
0
0
0
0

0
1
1
1
0

0
0
1
1
1

0
0
0
0
0

0
1
0
0
0

0
1
1
0
0

1
5
4
4
2

0

0

0

0

0

0

0

0

1

7

14

0

13

12

6

9

11

0.4516 0.2258 0.4516

GRAND AVERAGE

Total
V7
0
0
0

0

0.4194 0.3871 0.1935 0.2903 0.3548

0.3082
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Validity Responses for Questions Considered Very Relevant
Question from
Instrument

Responses
V5
V6
0
0
1
0
1
0

V1
0
1
1

V2
1
1
1

V3
0
0
1

V4
1
1
1

4 QUESTION 1
4 QUESTION 2
4 QUESTION 3
4 QUESTION 4
4 QUESTION 5
4 QUESTION 6
4 QUESTION 7
4 QUESTION 8
4 QUESTION 9

0
0
0
0
0
1
0
0

1
1
1
1
1
1
1
1
1

0
0
0
0
0
0
0
0
0

1
1
1
1
1
1
1
1
1

1
0
0
1
1
0
0
0
0

5 QUESTION 1
5 QUESTION 2
5 QUESTION 3
5 QUESTION 4
5 QUESTION 5
5 QUESTION 6
5 QUESTION 7

1
0
0
0
1
0
0

1
1
1
0
0
0
0

0
0
1
0
1
1
0

1
1
1
1
1
1
1

6 QUESTION 1
6 QUESTION 2
6 QUESTION 3
6 QUESTION 4
6 QUESTION 5
6 QUESTION 6

0
0
0
0
0
0

1
0
0
0
0
0

0
0
0
0
0
0

7 QUESTION 1
7 QUESTION 2
7 QUESTION 3
7 QUESTION 4
7 QUESTION 5

0
0
0
0
0

1
1
1
0
0

8

0

TOTAL

5

1
2
3

AVERAGE

TOTAL
RESPONSES

V8
1
0
1

V9
0
0
1

4
5
8

0
0
0
0
0
0
0

0
0
0
0
0
0
0
1
0

1
1
1
1
0
0
0
0
0

1
1
1
1
1
1
1
1
1

5
4
4
5
4
4
3
4
3

0
1
1
1
1
0
1

0
0
0
0
1
1
0

1
1
1
1
1
1
1

1
0
1
1
1
1
0

0
0
0
0
1
0
0

5
4
6
4
8
5
3

1
1
1
1
1
1

0
0
1
1
1
1

0
0
0
0
1
1

1
1
1
1
1
1

0
0
1
1
0
1

0
0
0
0
0
0

3
2
4
4
4
5

1
0
0
1
0

1
1
1
1
1

1
0
0
0
1

1
1
0
0
0

1
1
1
1
1

1
0
1
1
1

1
0
0
0
0

8
4
4
4
4

1

0

1

1

1

1

1

1

7

20

6

31

17

7

23

19

13

0.1613 0.6452 0.1935

GRAND AVERAGE
V1
30

Total
V7
1
1
1

1

0.5484 0.2258 0.7419 0.6129 0.4194

0.5054
V2
31

V3
31

V4
31

V5
31
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V6
29

V7
31

V8
31

V9
31

Content Validity Index Results for Question Relevance
Not
Relevant
INSTRUMENT AVERAGE

Fairly
Relevant

Relevant

Very
Relevant

Total

Target

0.81

0.8

0.0501111 0.125448 0.3082437 0.5053763

CONTENT VALIDITY INDEX
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Objectives Analysis for Factorial Validity Index
Question from
Instrument

Responses
V5
V6
A
A
A
G
G

V2
A
A
G

V3

1
2
3

V1
A
A
G

A
G

V4
A
A
G

V7
A
A
G

V8
A
F
G

V9
A
A
G

4 QUESTION 1
4 QUESTION 2
4 QUESTION 3
4 QUESTION 4
4 QUESTION 5
4 QUESTION 6
4 QUESTION 7
4 QUESTION 8
4 QUESTION 9

E
E
E
E
E
E
E
E
E

E
E
E
E
E
E
E
E
E

E
E
E
E
E
E
E
E
E

E
E
E
E
E
E
E
E
E

E
E
E
E
E
E
E
E
E

E
E
E
E
E
E
E
E
E

E
E
E
E
E
E
E
E
E

E
E
E
E
E
E
E
E
E

E
E
E
E
E
E
E
E
E

5 QUESTION 1
5 QUESTION 2
5 QUESTION 3
5 QUESTION 4
5 QUESTION 5
5 QUESTION 6
5 QUESTION 7

C
C
C
C
C
C
C

C
C
F
F
C
F
G

C
C
C
C
C
C
C

C
C
C
C
C
C
C

C
C
C
C
C
C
C

C
-

C
C
C
C
C
C
C

C
C
C
C
C
C
C

C
C
C
C
C
C
C

6 QUESTION 1
6 QUESTION 2
6 QUESTION 3
6 QUESTION 4
6 QUESTION 5
6 QUESTION 6

B
B
B
B
B
B

B
B
B
B
B
B

B
B
B
B
B
B

B
B
B
B
B
B

B
B
B
B
B
B

B
B
B
B
B
B

B
B
B
B
B
B

B
B
B
B
B
B

B
B
B
B
B
B

7 QUESTION 1
7 QUESTION 2
7 QUESTION 3
7 QUESTION 4
7 QUESTION 5

F
F
F
F
F

F
F
E
C
E

E
E
E
E
E

F
F
F
F
F

-

F
F
F
F
F

F
F
F
F
F

F
F
F
F
F

F
F
F
F
F

8

D

D

D

D

D

D

D

D

D
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Numerical Values for Factorial Validity Index
Question from
Instrument

Responses
V5
V6
1
1
0
1
1
1

V1
1
1
1

V2
1
1
1

V3
0
1
1

V4
1
1
1

4 QUESTION 1
4 QUESTION 2
4 QUESTION 3
4 QUESTION 4
4 QUESTION 5
4 QUESTION 6
4 QUESTION 7
4 QUESTION 8
4 QUESTION 9

1
1
1
1
1
1
1
1
1

1
1
1
1
1
1
1
1
1

1
1
1
1
1
1
1
1
1

1
1
1
1
1
1
1
1
1

1
1
1
1
1
1
1
1
1

5 QUESTION 1
5 QUESTION 2
5 QUESTION 3
5 QUESTION 4
5 QUESTION 5
5 QUESTION 6
5 QUESTION 7

1
1
1
1
1
1
1

1
1
0
0
1
0
0

1
1
1
1
1
1
1

1
1
1
1
1
1
1

6 QUESTION 1
6 QUESTION 2
6 QUESTION 3
6 QUESTION 4
6 QUESTION 5
6 QUESTION 6

1
1
1
1
1
1

1
1
1
1
1
1

1
1
1
1
1
1

7 QUESTION 1
7 QUESTION 2
7 QUESTION 3
7 QUESTION 4
7 QUESTION 5

1
1
1
1
1

1
1
0
0
0

8

1

TOTAL

31

AVERAGE

1

1
2
3

V7
1
1
1

V8
1
0
1

V9
1
1
1

1
1
1
1
1
1
1
1
1

1
1
1
1
1
1
1
1
1

1
1
1
1
1
1
1
1
1

1
1
1
1
1
1
1
1
1

1
1
1
1
1
1
1

1
0
0
0
0
0
0

1
1
1
1
1
1
1

1
1
1
1
1
1
1

1
1
1
1
1
1
1

1
1
1
1
1
1

1
1
1
1
1
1

1
1
1
1
1
1

1
1
1
1
1
1

1
1
1
1
1
1

1
1
1
1
1
1

0
0
0
0
0

1
1
1
1
1

0
0
0
0
0

1
1
1
1
1

1
1
1
1
1

1
1
1
1
1

1
1
1
1
1

1

1

1

1

1

1

1

1

24

25

31

25

25

31

30

31

1

0.9677419

1

0.7742 0.8065

FACTORIAL VALIDITY INDEX

1

0.8065 0.8065

0.91

TARGET
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0.7

Content Validity Check for Errors in Relevance Measures
Question from
Instrument
Relevant
2
2
1

Very
Relevant
4
5
8

Not
Relevant
2
2
0

Fairly
Relevant
1
0
0

Total
9
9
9

4 QUESTION 1
4 QUESTION 2
4 QUESTION 3
4 QUESTION 4
4 QUESTION 5
4 QUESTION 6
4 QUESTION 7
4 QUESTION 8
4 QUESTION 9

3
5
5
2
1
3
4
2
0

5
4
4
5
4
4
3
4
3

1
0
0
0
1
2
1
1
2

0
0
0
2
3
0
1
1
2

9
9
9
9
9
9
9
8
7

5 QUESTION 1
5 QUESTION 2
5 QUESTION 3
5 QUESTION 4
5 QUESTION 5
5 QUESTION 6
5 QUESTION 7

4
4
2
0
0
4
4

5
4
6
4
8
5
3

0
0
0
2
0
0
0

0
1
1
3
1
0
2

9
9
9
9
9
9
9

6 QUESTION 1
6 QUESTION 2
6 QUESTION 3
6 QUESTION 4
6 QUESTION 5
6 QUESTION 6

4
4
3
3
4
3

3
2
4
4
4
5

0
0
0
0
0
0

2
3
2
2
1
1

9
9
9
9
9
9

7 QUESTION 1
7 QUESTION 2
7 QUESTION 3
7 QUESTION 4
7 QUESTION 5

1
5
4
4
2

8
4
4
4
4

0
0
0
0
0

0
0
1
1
3

9
9
9
9
9

8

1

7

0

1

9

1
2
3
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Content Validity Weighting By Question Relevance
Question from
Instrument Relevant

Very
Relevant

Total

Weighting

1
2
3

2
2
1

4
5
8

6
7
9

1
0.8
1.0

4 QUESTION 1
4 QUESTION 2
4 QUESTION 3
4 QUESTION 4
4 QUESTION 5
4 QUESTION 6
4 QUESTION 7
4 QUESTION 8
4 QUESTION 9

3
5
5
2
1
3
4
2
0

5
4
4
5
4
4
3
4
3

8
9
9
7
5
7
7
6
3

0.9
1.0
1.0
0.8
0.6
0.8
0.8
0.7
0.3

5 QUESTION 1
5 QUESTION 2
5 QUESTION 3
5 QUESTION 4
5 QUESTION 5
5 QUESTION 6
5 QUESTION 7

4
4
2
0
0
4
4

5
4
6
4
8
5
3

9
8
8
4
8
9
7

1.0
0.9
0.9
0.4
0.9
1.0
0.8

6 QUESTION 1
6 QUESTION 2
6 QUESTION 3
6 QUESTION 4
6 QUESTION 5
6 QUESTION 6

4
4
3
3
4
3

3
2
4
4
4
5

7
6
7
7
8
8

0.8
0.7
0.8
0.8
0.9
0.9

7 QUESTION 1
7 QUESTION 2
7 QUESTION 3
7 QUESTION 4
7 QUESTION 5

1
5
4
4
2

8
4
4
4
4

9
9
8
8
6

1.0
1.0
0.9
0.9
0.7

8

1

7

8

0.9
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APPENDIX E:
INFORMATION LETTER TO PARTICIPANTS
School of Human Resource Education & Workforce Development
<<Date>>
<<FNAME>> <<LNAME>>
<<TITLE>>
<<ORGANIZATION>>
<<ADDRESS>>
<<CITY>>, LA <<ZIP>>

Lee Hisey
(504) 248-0348 cell
lhisey1@lsu.edu
Dr. Joe Kotrlik, Professor
(225) 578-5753
kotrlik@lsu.edu

Dear <<FNAME>>:
Employees are one of the most important assets to any organization. However, studies on
the effects of long-term absences because of the activation of Reserve and National Guard troops
have not received much attention. The sacrifice made by these brave women and men, and their
employers is tremendous. In association with Louisiana State University, this study measures the
effects on organizations from the loss of personnel due to the war effort.
<<FNAME>> I need your help. The enclosed survey asks questions that describe the effect
that Reserve and National Guard employee absence has on your operations. The results of the
survey will create a greater understanding of the sacrifice made by civilian employers, and assist
managers and government officials in their efforts to design meaningful policies to alleviate the
adverse effects that activation has on civilian employer operations.
Finally, I respectfully request that a person knowledgeable about your organizations
operations answer the survey. Please do not leave questions blank so I can tell that the question
was responded to and not accidentally skipped. The survey should not take more than thirty
minutes of your time. Once completed please insert the survey in the self-addressed stamped
envelope and drop in the mail. All responses will be kept confidential.
I thank you for your assistance with this important research. If you have questions please
contact us at the numbers or addresses above. In addition, if you would like to receive a
summary of the findings please include your email address on the bottom of the last page of the
questionnaire.
Sincerely,
Lee Hisey
Note: Your privacy will be maintained and your responses will be kept confidential. You will not be identified
in any way in research reports or presentations. By completing and returning the enclosed survey, you agree to
participate in the study. If you have questions about your rights as a study participant or other concerns, contact
Robert C. Mathews, Institutional Review Board Chairman, 203 B-1 David Boyd Hall, (225) 578-8692. (Project
2008-4296)
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APPENDIX F:
REMINDER POST CARD

School of Human Resource Education & Workforce Development

Approximately two weeks ago, we sent a questionnaire seeking information about the
effects of the activation of National Guard and Reserve troops on your organization. It is
extremely important that all those who received a questionnaire respond in order to gather the
most accurate information possible regarding the effects of reserve activation on organizations in
Louisiana.
If you have already returned your questionnaire, please accept my thanks for your
participation. If you did not receive a questionnaire, please contact Lee Hisey at the number or
address below and I will mail one to you immediately.
Thank you in advance,
Lee Hisey
1 (504) 248-0348 cell
lhisey1@lsu.edu
leehisey@hotmail.com

Note: Your privacy and your responses will be kept confidential. You will not be identified in
any way in research reports or presentations. By completing and returning the enclosed survey,
you agree to participate in the study. If you have questions about your rights as a study
participant or other concerns, contact Robert C. Mathews, Institutional Review Board
Chairman, 203 B-1 David Boyd Hall, (225) 578-8692. (Project 2008-4296)
142 Old Forestry Building · Baton Rouge, LA · 70803 · P 225-578-5753 · F 225-578-5755
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APPENDIX G:
SECOND MAILING
School of Human Resource Education & Workforce Development

May 21, 2008
Mr. /Ms. Manager
Title
Organization
Any street 111

Lee Hisey
307 Elmire Dr.
Breaux Bridge, LA 70517
lhisey1@lsu.edu
1 (504) 248-0348 cell,

Dear Mr. /Ms. Manager:
Within the past month, we sent your organization a questionnaire along with a cover
letter similar to this one. The time required to fill out the questionnaire should not exceed 30
minutes. To date we have not received your response. If you have mailed in the questionnaire,
please disregard this notice and forgive this intrusion on your time.
Our study involves the effect of employee absences on organizations due to activation of
Reserve and National Guard troops. Our experience indicates that documentation on the effects
of long-term absences as a result of the activation of Reserve and National Guard troops has not
received enough attention. The absence of these employees has had an effect on organizations
that employ many Reserve and/or National Guard troops throughout our country.
A scientific sampling procedure has been utilized to obtain your organization’s name and
address as part of a target population from which to receive responses. Each response is
extremely important to our study in order to describe the effects of activation on organizations in
Louisiana. In association with Louisiana State University, I am conducting a study to measure
these effects.
Finally, I respectfully request that a person knowledgeable about your organization’s
operations answer the survey, to this end I have asked the respondent to record his or her level of
expertise on the survey. Please do not leave questions blank so I can tell that the question was
responded to and not accidentally skipped.
Sincerely,
Lee Hisey
Note: Your privacy and your responses will be kept confidential. You will not be identified in
any way in research reports or presentations. By completing and returning the enclosed survey,
you agree to participate in the study. If you have questions about your rights as a study
participant or other concerns, contact Robert C. Mathews, Institutional Review Board
Chairman, 203 B-1 David Boyd Hall, (225) 578-8692. (Project 2008-4296)
142 Old Forestry Building · Baton Rouge, LA · 70803 · P 225-578-5753 · F 225-578-5755
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APPENDIX H: APPROVED INSTITUTIONAL REVIEW BOARD WAIVER
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APPENDIX I:
RESPONSES TO QUESTION 5
Respondent
Number

Response

R-1

We were informed well ahead of time and scheduled others instead of her.

R-3

Replacement employee was brought in & trained prior to reservists departure.

R-7

The reservist that worked for me was a paint and body helper.

R-8

Reservist is co-owner – His absence was very bad for business, without him, we
could not do any large jobs (sign jobs). We were blessed to have customers that
understood (Reservist’s name) military duty.

R-12

Assigned all duties to other employees.

R-16

Temporary relaocation if the guard or reservist is in management, or we allocate
management trainees to fill supervisory roles.

R-18

Train other employees to fill position.

R-25

We used temporary promotions within the ranks of the Fire Department. Our Fire
Chief was the only employee that has been activated by the military.

R-35

Work officer a lot more than normal and all upper management had to put in a lot
of overtime.

R-40

If the activated reservist spread out to several divisions and shifts, there is no need
to make any major changes.

R-41

Mainly used off duty police officers from other depts. To fill in gaps

R-42

None (The department have none)

R-46

Increase work load of existing employees

172

Respondent
Number

Response

R-49

I am retired from the U.S. Air Force and served as a Squadron Commander. I can
assure you that I would support a deployed employee of my firm just as I
supported the families of my reservists that deployed.

R-50

The superintendent was activated due to hurricanes. Adminstrative directors kept
things going during his absence.

R-51

Work/orders slowed, replacement was not necessary

R-56

The dept. was growing (work load) we hired a full-time person at the same time
we were informed of his deployment. The new employee had support and back-up
internally. The soldier had time to train before he left.

R-60

4 of 8 employees were reservists and only 2 reservists were deployed at any one
time and overlap time was less than 3 months for reservists.

R-62

Done: Transfer of internal full time employee into this role.

R-66

Temporary shift set-up to fill vacancy

68

Had other sales personnel take up the slack

69

Balance wkld throughout week

71

We absorb the absence by pulling officers from other divisions to fill in. Less
officers can take off due to employee absence.

73

Reservist was able to work on limited basis while activated via telephone &
computer remotely Very mis leading explanation of how to answer
Answers reflect actual change in numbers etc. not cust satisfaction on scale
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Respondent
Number

Response

85

1) We upgrade or hold OT to maintain minimum manning.
2) I have attached our military leave policy.
OT may be used only to meet minimum manning. OT may not be needed based
on vacation, or sick leave on each shift or division.
Comments:
1) We have started a re-orientation plan do to any extended leave 6 months or
greater.
Note: We currently have 5 active reserves out of our 148 employees.

86

Substitute workers are used in school setting.

89

Use reserve deputies who are required to work 24 hours per month.

92

Temporary transfer
Has no effect on organization. Situation treated like vacation or sick leave.

99

Work more efficiently

100

Cross training of other employees.

106

Prior to deployment, had reservist list all current assignments/projects and the
status of each.

112

The U.S. Postal Service has a career force of part time flexibles (PTF’s) The
PTF’s absorb the duties of those employees on military leave or those who have
been deployed. The Postal Service also employs a non-career supplemental
workforce who also absorbs duties.
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Respondent
Number

Response

113

Lee, this was a low level employee - immediately replaced. We have this
position managed in such a way that if he can count to 10, he can get the job
done. This questionanaire would be much different had it been a middle manager
or a saleperson.

114

Detail employees into that position to carry on those functions.

122

Reserve unpaid officers

125

Rotate an “extra” employee into the position in the case of a wage employee.

126

Do not know of other strategies.

128

None; full-time associate was transferred to store to take reservist place a month
before scheduled deployment.

137

Attorneys deployed were JAG officers. Replaced temporarily by assistant district
attorneys from an adjacent district.

147

Use fulltime employees who are crosstrained in the position.

150

Hired a replacement for each tenured employee’s (teacher) position held until
employee could return.

155

Workload is shared out to remaining employees.

160

Assign all reservists to different shifts to reduce manpower shortage.

165

This was a clerical position. Made adjustment in other staff workload.

169

Our company paid the reservist the difference he was paid by the government
compared on average of his regular work pay. In addition, our company paid his
benefits while serving our country.

170

Adjust crew so that all positions are filled until the reservist returns.
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Respondent
Number

Response

173

The other employees where glad to cover for the guardsmen while they were
deployed. They understood what they were doing.
I would not say expert but this is my company and work wih my employee every
day that the company is in operation have a good fill for there filling about
deployment. Member of ESGR.

174

Use avail. Man power to cover shortages

184

Depended more on other employees to contribute while reservist was gone.

197

Owner of agency took our job duties of the reservist – were an insurance agency
and after Katrina we were very busy with claims only expereinced personnel
could handle – could not hire temps.
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APPENDIX J:
SYNTAX FROM SPSS
TITLE Lee Hisey - Dissertation Data Analysis.
COMMENT ***** ORIGINAL SCALES *****.
* Chart Builder.
GGRAPH
/GRAPHDATASET NAME="graphdataset" VARIABLES=overtime
MEAN (monthsless42) [rename="MEAN_monthsless42"] MISSING=LISTWISE
REPORTMISSING=NO
/GRAPHSPEC SOURCE=INLINE.
BEGIN GPL
SOURCE: s=userSource (id ("graphdataset"))
DATA: overtime=col (source(s), name ("overtime"), unit.category ())
DATA: MEAN_monthsless42=col (source(s), name ("MEAN_monthsless42"))
GUIDE: axis (dim (1), label ("overtime"))
GUIDE: axis (dim (2), label ("Mean monthsless42"))
SCALE: cat (dim (1))
SCALE: linear (dim (2), include (0))
ELEMENT: interval (position (overtime*MEAN_monthsless42),
shape.interior (shape.square))
END GPL.
* Chart Builder.
GGRAPH
/GRAPHDATASET NAME="graphdataset" VARIABLES=temporary
MEAN (monthsless42) [rename="MEAN_monthsless42"] MISSING=LISTWISE
REPORTMISSING=NO
/GRAPHSPEC SOURCE=INLINE.
BEGIN GPL
SOURCE: s=userSource (id ("graphdataset"))
DATA: temporary=col (source(s), name ("temporary"), unit.category ())
DATA: MEAN_monthsless42=col (source(s), name ("MEAN_monthsless42"))
GUIDE: axis (dim (1), label ("temporary"))
GUIDE: axis (dim (2), label ("Mean monthsless42"))
SCALE: cat (dim (1))
SCALE: linear (dim (2), include (0))
ELEMENT: interval (position (temporary*MEAN_monthsless42),
shape.interior (shape.square))
END GPL.
* Chart Builder.
GGRAPH
/GRAPHDATASET NAME="graphdataset" VARIABLES=parttime
MEAN (monthsless42) [rename="MEAN_monthsless42"] MISSING=LISTWISE
REPORTMISSING=NO
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/GRAPHSPEC SOURCE=INLINE.
BEGIN GPL
SOURCE: s=userSource (id ("graphdataset"))
DATA: parttime=col (source(s), name ("parttime"), unit.category ())
DATA: MEAN_monthsless42=col (source(s), name ("MEAN_monthsless42"))
GUIDE: axis (dims (1), label ("parttime"))
GUIDE: axis (dim (2), label ("Mean monthsless42"))
SCALE: cat (dim (1))
SCALE: linear (dim (2), include (0))
ELEMENT: interval (position (parttime*MEAN_monthsless42),
shape.interior (shape.square))
END GPL.
* Chart Builder.
GGRAPH
/GRAPHDATASET NAME="graphdataset" VARIABLES=fulltime
MEAN (monthsless42) [rename="MEAN_monthsless42"] MISSING=LISTWISE
REPORTMISSING=NO
/GRAPHSPEC SOURCE=INLINE.
BEGIN GPL
SOURCE: s=userSource (id ("graphdataset"))
DATA: fulltime=col (source(s), name ("fulltime"))
DATA: MEAN_monthsless42=col (source(s), name ("MEAN_monthsless42"))
GUIDE: axis (dims (1), label ("fulltime"))
GUIDE: axis (dim (2), label ("Mean monthsless42"))
ELEMENT: interval (position (fulltime*MEAN_monthsless42),
shape.interior (shape.square))
END GPL.
* Chart Builder.
GGRAPH
/GRAPHDATASET NAME="graphdataset" VARIABLES=increawork
MEAN (monthsless42) [rename="MEAN_monthsless42"] MISSING=LISTWISE
REPORTMISSING=NO
/GRAPHSPEC SOURCE=INLINE.
BEGIN GPL
SOURCE: s=userSource (id ("graphdataset"))
DATA: increawork=col (source(s), name ("increawork"))
DATA: MEAN_monthsless42=col (source(s), name ("MEAN_monthsless42"))
GUIDE: axis (dims (1), label ("increawork"))
GUIDE: axis (dim (2), label ("Mean monthsless42"))
ELEMENT: interval (position (increawork*MEAN_monthsless42),
shape.interior (shape.square))
END GPL.
GET
FILE="C:\Documents and Settings\Brennan\My Documents\Lee's dissertation\d"+
"issertation working file less155 and 159.sav".
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DATASET NAME DataSet1 WINDOW=FRONT.
FREQUENCIES
VARIABLES=overtime temporary parttime fulltime reduceout increawork
hirecontrac automate
/BARCHART FREQ
/ORDER= ANALYSIS.
RELIABILITY
/VARIABLES=custsat1 custsat2 custsat3 custsat4 custsat5 custsat6 custsat7
empbehav1 empbehav2 empbehav3 empbehav4 empbehav5 empbehav6 orgoutput1
orgoutput2 orgoutput3 orgoutput4 orgoutput5
/SCALE ('ALL VARIABLES') ALL/MODEL=ALPHA
/STATISTICS=DESCRIPTIVE SCALE CORR COV
/SUMMARY=TOTAL MEANS VARIANCE COV CORR .RELIABILITY
/VARIABLES=custsat1 custsat2 custsat3 custsat4 custsat5 custsat6 custsat7
/SCALE ('ALL VARIABLES') ALL/MODEL=ALPHA
/STATISTICS=DESCRIPTIVE SCALE
/SUMMARY=TOTAL.
RELIABILITY
/VARIABLES=empbehav1 empbehav2 empbehav3 empbehav4 empbehav5 empbehav6
/SCALE ('ALL VARIABLES') ALL/MODEL=ALPHA
/STATISTICS=DESCRIPTIVE SCALE
/SUMMARY=TOTAL.
RELIABILITY
/VARIABLES=orgoutput1 orgoutput2 orgoutput3 orgoutput4 orgoutput5
/SCALE ('ALL VARIABLES') ALL/MODEL=ALPHA
/STATISTICS=DESCRIPTIVE SCALE
/SUMMARY=TOTAL.
COMMENT ***** SCALES WITH ITEMS REMOVED *****.
RELIABILITY
/VARIABLES=custsat1 custsat3 custsat4 custsat5 custsat7
/SCALE ('ALL VARIABLES') ALL/MODEL=ALPHA
/STATISTICS=DESCRIPTIVE SCALE
/SUMMARY=TOTAL.
RELIABILITY
/VARIABLES=empbehav1 empbehav3 empbehav4
/SCALE ('ALL VARIABLES') ALL/MODEL=ALPHA
/STATISTICS=DESCRIPTIVE SCALE
/SUMMARY=TOTAL.
RELIABILITY
/VARIABLES=orgoutput2 orgoutput3 orgoutput4 orgoutput5
/SCALE ('ALL VARIABLES') ALL/MODEL=ALPHA
/STATISTICS=DESCRIPTIVE SCALE
/SUMMARY=TOTAL.
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RELIABILITY
/VARIABLES=custsat1 custsat2 custsat3 custsat4 custsat5 custsat6 custsat7
empbehav1 empbehav2 empbehav3 empbehav4 empbehav5 empbehav6 orgoutput1
orgoutput2 orgoutput3 orgoutput4 orgoutput5
/SCALE ('ALL VARIABLES') ALL/MODEL=ALPHA
/STATISTICS=DESCRIPTIVE SCALE
/SUMMARY=TOTAL MEANS VARIANCE COV CORR.
T-TEST GROUPS = late (0 1)
/MISSING = ANALYSIS
/VARIABLES = CustSat EmpBehav OrgOut
/CRITERIA = CI (.95).
T-TEST GROUPS = spoketoresp (0 1)
/MISSING = ANALYSIS
/VARIABLES = CustSat EmpBehav OrgOut
/CRITERIA = CI (.95).
T-TEST GROUPS = knowledge2 (1 2)
/MISSING = ANALYSIS
/VARIABLES = CustSat EmpBehav OrgOut
/CRITERIA = CI (.95).
RECODE knowledge (1 thru 3=1) (4 thru 6=2) INTO knowledge2.
VARIABLE LABELS knowledge2 'Knowledge2'.
EXECUTE.
COMPUTE meanforCS = (custsat1+custsat3+custsat4+custsat5+custsat7)/5 .
EXECUTE.
COMPUTE meanforEB = (empbehav1 + empbehav3 + empbehav4)/3.
EXECUTE.
COMPUTE meanforOO = (orgoutput2 + orgoutput3 + orgoutput4 + orgoutput5)/4.
EXECUTE.
FREQUENCIES
VARIABLES=meanforCS meanforEB meanforOO
/NTILES= 4
/STATISTICS=STDDEV VARIANCE RANGE MINIMUM MAXIMUM SEMEAN MEAN
MEDIAN MODE
SUM
/ORDER= ANALYSIS.
FREQUENCIES
VARIABLES=numemploy construct farm profession service sales transport
months overtime temporary parttime fulltime reduceout increawork hirecontrac
automate custsat1 custsat2 custsat3 custsat4 custsat5 custsat6 custsat7
empbehav1 empbehav2 empbehav3 empbehav4 empbehav5 empbehav6 orgoutput1
orgoutput2 orgoutput3 orgoutput4 orgoutput5
/NTILES= 4
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/STATISTICS=STDDEV VARIANCE RANGE MINIMUM MAXIMUM SEMEAN MEAN
MEDIAN MODE
SUM
/ORDER= ANALYSIS.
FREQUENCIES
VARIABLES=monthsless42
/NTILES= 4
/STATISTICS=STDDEV VARIANCE RANGE MINIMUM MAXIMUM SEMEAN MEAN
MEDIAN MODE
SUM
/ORDER= ANALYSIS.
FREQUENCIES
VARIABLES=spoketoresp late
/NTILES= 4
/STATISTICS=STDDEV RANGE MINIMUM MAXIMUM MEAN MEDIAN MODE SUM
/ORDER= ANALYSIS.
FREQUENCIES VARIABLES=all
/STATISTICS=STDDEV MEAN MEDIAN
/ORDER=ANALYSIS.
DESCRIPTIVES VARIABLES=all
/STATISTICS=MEAN STDDEV MIN MAX.
GET
FILE="C:\Documents and Settings\Brennan\My Documents\Lee's dissertation\d"+
"issertation k samples chi-square working2.sav".
DATASET NAME DataSet1 WINDOW=FRONT.
RECODE
numindex
(1=10) (2=20) (3=30) (4=40) (5=50) (6=60) (7=70) (8=80) INTO
numindex.
EXECUTE.
COMPUTE tran1strat = trans1 + numindex.
EXECUTE.
NPAR TESTS
/K-W=construct farm prof service sales transp BY tran1strat (10 88)
/STATISTICS DESCRIPTIVES
/MISSING ANALYSIS.
UNIANOVA
monthsless42 BY overtime temporary parttime fulltime reduceout increawork
hirecontrac automate
/METHOD = SSTYPE (3)
/INTERCEPT = INCLUDE
/SAVE = ZRESID COOK LEVER
/POSTHOC = overtime temporary parttime fulltime reduceout increawork
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hirecontrac automate ( TUKEY T2 T3 GH C )
/PRINT = ETASQ HOMOGENEITY
/PLOT = SPREADLEVEL RESIDUALS
/CRITERIA = ALPHA (.05)
/DESIGN = overtime temporary parttime fulltime reduceout increawork
hirecontrac automate.
GET
FILE="C:\Documents and Settings\Brennan\My Documents\Lee's dissertation\d"+
"issertation k samples chi-square working2.sav".
DATASET NAME DataSet1 WINDOW=FRONT.
GRAPH
/BAR (SIMPLE) =COUNT BY trans2strattrans.
NPAR TESTS
/M-W= sales transp BY tran1strat (10 88)
/STATISTICS= DESCRIPTIVES
/MISSING ANALYSIS.
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APPENDIX K:
NORMAL Q-Q PLOT FOR MONTHS TO RETURN TO NORMAL OPERATIONS

Expected Normal Value

15
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Observed Value
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VITA
Lee Hisey was born Lee Lamar Hisey January 1959, in Bryan, Texas. His parents are Sue
Davis and Lamar Hisey. He graduated from Odessa High School in May of 1977. He began his
post secondary education at Angelo State University, where he graduated with a Bachelor of
Science degree in chemistry in 1981.
He worked as an industrial chemist for eight years. It was during this time that Lee
realized that his interests had grown to include business and recognized the need to further his
education. Lee earned his Master of Business Administration degree from Southeastern
Louisiana University in 1989.
From 1990 to 2004, Lee worked as a plant manager for Southern Ionics, Inc., a chemical
manufacturer. During a three year span, Lee managed two separate facilities simultaneously; one
of the facilities won a coveted “Ten Years without a Lost Time Accident Award,” the first
awarded by Southern Ionics, Inc. In addition, Lee managed several construction projects and one
demolition project.
Lee began pursuing a doctoral program in the School of Human Resource Education and
Workforce Development at Louisiana State University in the spring of 2005. Finally, he has two
areas of emphasis one in management and another in finance.
Lee has worked as an independent consultant for chemical manufacturers and
environmental firms. Currently employed as an Instructor at the University of Louisiana at
Lafayette, Lee teaches junior level courses in management and leadership. Lee currently lives in
Breaux Bridge, Louisiana, with his wife Cyndi.
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